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ABSTRACT 
In this thesis I explored, through participant observation, interviews and document 
analysis, how a relationship between physical activity and Christianity is socially 
constructed through the leadership at a Christian summer camp. Ontario Pioneer Camp 
(OPC), through its Leaders In Training (LIT) program, placed a strong focus on physical 
activity in 'creation' as a connection between physical activity and Christianity. Some of 
the more experienced leaders had a well thought out understanding of additional 
connections between physical activity and Christianity; however, they did not formally 
teach them. The leaders at LIT and Adventure Camp identified that having good leaders 
was the key to having a good camp but stated they were unable to get the best leaders 
because they could not pay them adequately, since the senior leadership allocated camp 
resources elsewhere. Servant leadership was clearly the preferred leadership style of 
OPC leaders. Associated qualities mentioned by the leaders aligned with existing 
literature and also included communication and experience. 
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CHAPTER 1 
OUTLINE OF PROBLEM 
Introduction 
Culture is the ways of life people create (and have created) in a particular society 
(Coakley & Donnelly, 2004). As a part of culture, physical activity provides a way for 
people to find and create meaning in their lives (Coakley & Donnelly, 2004). However, 
because of the complexity of culture, the contribution that physical activity makes in 
socially constructing an individual does not exist on its own but it acts in conjunction 
with other dominant aspects of a person's life. For a Christian, one of these dominant 
aspects is faith. Therefore, when a Christian involves him/herself in physical activity, 
he/she, at the very least, has two unique sets of values and other constructs to negotiate. 
The way that Christians have developed a relationship between their faith and physical 
activity has varied over time and place, but Muscular Christianity has been the dominant 
ideology (Ladd & Mathisen, 1999; Higgs, 1995). The basic premise of Muscular 
Christianity is that participation in sport (physical activity) can contribute to the 
development of Christian morality, physical fitness and 'manly' character (Watson, Weir 
& Friend, 2005). 
I spent the summer of 2005 doing participant observation research at Ontario 
Pioneer Camp (OPC). OPC, a ministry of InterVarsity Christian Fellowship (IVCF), had 
its first summer camp in 1929 at Doe Lake in Algonquin Park. It is now located on lake 
Clearwater in Port Sydney, Ontario. The camp has four different sites for camps and 
serves over 2000 campers through eight individual camps every summer. At OPC, the 
various values and ideals of Muscular Christianity were evident in the leaders' attitudes 
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toward integrating Christian faith and physical activity. However, because I am 
interested in exploring the physical activity/Christianity relationship in its totality I will 
frame my understanding of these relationships in terms of a broader framework (Ginter, 
2004; Higgs, 1995) and not just muscular Christianity. 
In my participant observation research in the summer of 2005,1 did an extensive 
examination of the leaders of the camp and that has made it very clear, as social 
construction indicates, that leadership plays an integral role in developing the values and 
practices of a camp. Ontario Pioneer Camp leaders very clearly indicated to everyone 
that servant leadership was their preferred leadership style. Servant leadership is leading 
through serving others by focusing on their development toward a greater purpose (Page 
& Wong, 2000). Servant leadership is closely connected to religious and humanistic 
teachings (Spears, 1996). Some have also argued that Jesus Christ is the ultimate 
example of the servant leader (Marciarello, 2003; Gunderson, 1997), thus irrevocably 
connecting Servant leadership to Christianity. 
Physical activity and Christianity have been connected in relationships many 
ways over the last 2000 years and I will use these histories as a context for understanding 
the ways that current relationships between physical activity and Christianity are created 
by different people at OPC. The history and culture of OPC and its leaders help to 
explain these views. I also compare and contrast views on physical activity and 
Christianity between the different hierarchical positions at the camp. By exploring the 
impact of servant leadership on the camp and on various leadership positions, I also 
evaluated the degree to which OPC uses servant leadership to operate. The 
relationship(s) between physical activity and Christianity at OPC is shaped by many 
3 
people in many different ways. I have used social construction to help explain all of 
these interrelated ideas. 
Review of Literature 
Sub Problem #1 - How do the administrators at Ontario Pioneer Camp 
socially construct their camp's relationship between physical activity 
and Christianity? 
Social Theory 
"The main concern of social theory is the same as that of the social sciences in 
general: the illumination of concrete processes of social life" (Giddens, 1984, p. xvii). 
Thus, social theory is a useful framework for examining and understanding the processes 
present within OPC that shape the relationships created between physical activity and 
Christianity. Social theory begins by looking at the world or the particular set of 
structural properties of society that surround the individual or group (agents) in question. 
Agency is the ability of a person (agent) to intervene or refrain from acting in a particular 
situation (Giddens, 1984) and structures are the boundaries within which people carry out 
these actions (Metcalfe, 1993). Boundaries shape what each agent understands to be 
possible. Despite the apparent negative connotation of a word such as boundaries, 
Giddens (1984) says that boundaries are both constraining and enabling, and they occur 
at the same time. An example of the simultaneous constraining and enabling of 
boundaries can be seen in one's social class. Each individual is unable to choose the 
social class that he/she is born into, but the class you are a part of helps and hinders your 
perceived boundaries. Being born into an upper class family brings with it the benefits of 
being able to have many of the material possessions one desires. In addition, one is in a 
place to benefit from other people in a similar class who can provide additional benefits 
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related to opportunity. It also has been shown that the upper class are able to live 
healthier lives because of their access to the means for maintaining health (Coakley & 
Donnelly, 2004). However, being born into an upper class family is at the same time 
constraining to the individual. When one is used to having money, there is the 
opportunity to take it for granted and not value it and its benefits and as a result, when it 
is no longer there it can be difficult for individuals to adapt. Secondly, being in an upper 
class family can make it difficult to understand the struggles (financial and social) of 
people who are less fortunate. This becomes problematic because the upper class is not 
the majority; therefore, they do not understand a larger percentage of the population and 
as a result when they make decisions they will most likely make decisions that advantage 
only those who resemble them. 
Rules and Resources 
The boundaries that surround each agent manifest themselves in terms of rules 
and resources (Giddens, 1984). Rules are "the underlying assumptions and ideologies 
that drive human action" (Ponic, 2000, p. 54). Rules can be defined in terms of two 
types: formal and informal. This distinction is important for the camp setting. The camp 
has formal rules that are written down and outlined to each individual through prescribed 
means such as training sessions or posted lists of rules. The more significant side of rules 
in a camp setting are the informal rules. They are more prevalent because they are not 
written down but are understood as 'the way' to act. These 'ways' of acting are a visible 
demonstration of the cultural practices of a people. As will be explained below, these 
'ways' are historically constructed and that history justifies the present reinforcement of 
these rules. The different ways that leaders at OPC construct their view of a physical 
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activity and Christianity relationship will be shaped partly by formal and informal 
expectations connected to the behaviour of various agents. 
The second source of boundaries for the camp is resources. Resources are 
structured properties of social systems, used by knowledgeable agents, through which 
they exercise power (Giddens, 1984). The different ways that agents at OPC construct 
their view of a physical activity and Christianity relationship will be shaped partly by the 
resources that they can access. The ability to make rules and access resources and thus 
shape camp boundaries is dependent on the relative power of each camp administrator. 
Giddens (1984) echoes this statement in his definition of power, describing power as the 
ability to achieve desired ends. Long, Thibeault & Wolfe (2004) found that access to 
resources affected the amount of influence a coach had in university athletic departments; 
coaches of high priority sports were able to get more resources, thus they had more 
influence within the department. Resources can be understood in terms of three types: 
human, material and financial. Human resources are people; they are individuals who are 
able, through their actions, to help a person achieve his/her goals. This definition is not 
intended to treat people in an instrumental way but it is only intended to reference the end 
result of how people can affect others; the process of impacting others is much more 
dynamic then that. Intra-personal qualities of a person are also human resources. The 
time a person commits to a task, and prayer are examples of these qualities. Material 
resources are objects or corporeal substances that, through their use, can facilitate an 
agent's desire to achieve his/her goals. Financial resources are monetary means that the 
agent in question can use to achieve his/her goals. 
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The lead administrators at OPC have the greatest opportunity to shape the 
boundaries of the camp because they are in a position that allows them to make some 
rules and enforce the other existing rules that they support; these rules affect significant 
parts of the camp. The resources they have access to also allows them the ability to meet 
their desired ends. For example, if a leader wanted to provide vehicles for all of the lead 
administrators, first he/she would have to be in a position to authorize such a decision 
(making rules) and second he/she would have to be in a position that allowed him/her to 
spend that kind of money (access to resources). Despite being paramount in shaping the 
experience of others, those with power do not make their decisions without external 
influence. 
Duality of Structure 
Each person helps create the structures that act as boundaries for the experience of 
others; therefore, it follows that each person is also acting within the structural 
boundaries as created by the actions of others. This process is called duality of structure: 
At the same time agents are being shaped by institutionalized ideas and structures 
they did not create, they are also involved in reshaping newer ideas that have been 
introduced into the organization so they fit their conditions and environment 
while also creating newer ideas (Kikulis, 2000, p. 299). 
The experiences and ideas of agents who are leaders at the camp are influenced by 
the people who are a part of the camp family (i.e., camper's parents) and the institutions 
that are involved with the camp (i.e., churches). This influence happens in the present 
but its impact is largely connected to history. Each event that happens at the camp, 
whether it is from a day before or a year before, has an impact on the direction of and 
decisions that the camp administrators make. "Activities provided by a camp directly or 
indirectly reflect the camp's objectives" (Nelson, 1972, p. 290). Whoever has a part in 
creating the activities at the camp thus has an influence on the objectives and subsequent 
values that the organization deems important. This also will affect the activities that are 
taught. Therefore, according to duality of structure, the activities that the camp offers 
will also be affected by those who are influencing the organizational values. The 
structures of an organization (rules and resources) will determine who within the 
organization has power (Giddens, 1984). Therefore, all of the people who are closely 
involved with the camp have an ability to influence the boundaries (rules and resources) 
of the camp and it is important to understand this influence. 
Power Relations 
Sam (2003) found that people in positions of power have the ability to influence 
the beliefs they desire to have fostered within an organization. At OPC the leaders vary 
widely in age due to the developmental nature of the camp system. Leaders usually begin 
at 16 or 17 years old as chalet leaders and are given more responsibility as they get older, 
to the point where they may be the director at a particular camp (25+ years old). Due to 
this range of ages and experience, the difference in power can be quite significant. Even 
when groups are given an opportunity to speak up, they often just reproduce the dominant 
view (Beal, 1995). In addition, the overriding influence of the dominant group facilitates 
the active consent of the subordinate group in creating and maintaining its subordinate 
status (Beal, 1995). The new leaders at the camp are likely, in this subordinate position, 
to be influenced by their more experienced counterparts; they will thus create and 
maintain their subordinate status. Sam (2003) says this is the case because ideas are not 
neutral; ideas have the ability to shape the process they are a part of by marginalizing 
opposing views. As was mentioned before, rules and resources are the source of power; 
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thus, the older, more experienced leaders are the ones who will have the power because 
they enforce the unwritten (informal) rules. The informal rules and their interpretation 
are one of the non-neutral ideas that Sam (2003) identifies. Therefore, the boundaries of 
one's actions are created by those who have more power, through the creation of rules 
and access to resources. 
The boundaries shaping action help enforce what is considered 'appropriate 
behaviour'. Thus, a situation can arise as described by Beal (1995). She argues that the 
dominant group allows the subordinate group to make certain "free" choices. These 
choices are made from within boundaries set up by the dominant group. This 'freedom' 
reinforces the hegemony of the dictating group. For example, a dominant group can 
acknowledge and support specific aspects of a minority group's desired practices to 
appease their critics; but they can do this without really making any changes to the 
hegemonic hierarchy that they continue to create. The total domination by the agent with 
more power does not always happen because there is power found in the margins of 
society (hooks, 1990). For example, at camp the leaders have the most say in what 
happens at camp, but because they rely on the parents to send their children to camp, the 
parents have power in that they can choose to not send their children to OPC. However, 
because a power imbalance exists, the person or group in power has a distinct advantage 
in shaping the situation in the way he/she desires. We are all a product of our 
experiences and environment; therefore, each person, even if he/she does not have the 
most power, will be able to draw on the power that comes from where he/she is in the 
margins. As a result, each of us will have a unique position from which to shape a 
particular situation. At OPC, an analysis of the leaders' experiences in their faith, in 
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physical activity and at camp will be important to understand the position of power from 
which they come. 
Summary 
The boundaries within which the administrators act include rules and resources. 
Rules and resources shape, and arise from the action of agents. The history of the 
relationships between agents, rules, resources and institutions influence what the current 
agents see as possible. Therefore, an examination of the social construction of specific 
camp leaders' views of physical activity and Christianity will include history (personal 
and institutional), rules and resources. 
Framework for understanding the physical activity/Christianity relationship 
This study focuses on the relationships that leaders form between physical activity 
and Christianity. Higgs (1995) described three different ways that people create 
connections between physical activity [sport] and Christianity: 
• Sports are a form of adiaphora (things indifferent), a theological 
concept that would mean that sports have no effect on cultural values 
and deserve little consideration. 
• Sports belongs entirely to what Howard Cosell called the Toy 
Department of life, not a really a serious part of our lives but 
nevertheless with a value worth holding on to. 
• Sports, as Robert Frost proclaimed, lie near the soul of culture, 
displaying and even proving all that we hold dear. (p. xiii) 
Ginter (2004) adapted this framework to better fit the variability of opinions that 
occurs within this relationship. He expanded each of the three variations into more 
complete explanations and named each category. The first category is described as the 
solitary approach: 
the values of physical cultural practices exist as a separate set of values, just as the 
values of family or other central cultural institutions exist. Each of these sets of 
values exist independent of each other; therefore, Christianity and physical 
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cultural practices [physical activity] exist independent of each other as well. 
(Ginter, 2004, p. 6-7). 
The second category is called the situational approach and is described in two 
parts. First, physical cultural practices (physical activity) would be seen as a partial 
connection to Christian values, values that exist under select circumstances and would be 
specific to the values of a sub category of activity within physical cultural practices 
(Ginter, 2004). Second, physical activity could be seen as a non-serious part of our lives 
but still a value worth holding onto (Higgs, 1995; Ginter, 2004). 
The third approach to the physical activity/Christianity relationship is called the 
immersion approach. 
Physical cultural practices, and other cultural institutions (e.g., family, 
work), are all connected through the values of Christianity. Everything in 
life is seen as relevant to the faith of a Christian because he/she believes 
that being a Christian is something that should be evident in every action. 
(Ginter, 2004, p. 7). 
This framework will allow for the views of each leader to be understood in the 
context of each other and allow for an understanding of the differences in these views. 
Analyzing the sources of each categorized relationship will clarify why each leader 
believes the physical activity/Christianity relationship that they do. The sources of the 
relationship that I will examine are the leader's background and current involvement in 
faith based activities, physical activities and OPC activities. 
Directional Proposition 
I believed that the leaders at OPC with experience in physical activity would 
express a desire to incorporate physical activity as a part of their faith but due to 
organizational constraints and lack of reflection would be limited in their attempt to do 
so. I assumed leaders would express this desire because they had been encouraged in 
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church and at camp to live out their faith in everything they do. I expected the ideas of 
the church and the older camp leaders would have a large impact on the attitudes of all 
the leaders. In terms of the physical activity/Christianity model, this view aligns with the 
situational approach, although I expected some leaders would express a desire to use the 
immersion approach because the campers are encouraged to take what they have learned 
at camp into their lives outside of camp; this belief encourages an integration of one's 
faith into other important aspects of one's life. 
Review of Literature 
Sub-problem #2 - How do the staff of Pioneer Camp socially construct a 
physical activity/Christianity relationship in comparison to the 
administrators and each other? 
Values 
"Values constitute an essential component of the genetic makeup of an 
organization's culture, passed on from generation to generation of employees" (Issac, 
Wilson & Pitt, 2004). Values are an important part of understanding how an organization 
functions but are also important when looking specifically at individuals and how they 
act within an organization. The extent to which a person values a mode of behaviour is 
related to his/her evaluation of decisions and his/her behaviour in relevant situations 
(Meglino & Ravlin, 1998). It is important to understand values because values make a 
difference in terms of how people feel about themselves and their work (Rokeach and 
Ball-Rokeach, 1989 in Krishnan, 2002). Therefore, the way that a leader is able to shape 
the processes and situations that a follower encounters, will have an effect on the way 
that a follower interprets and feels about the behaviour and values of his/her leader. 
Divir, Kass & Shamir (2004) found that a leader's vision is a powerful tool for getting the 
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emotional commitment of employees. Therefore, the creation of a vision for an 
organization can have an effect on the values of the members of an organization; but 
what the outcome is, remains unclear. This is a question of value congruence (explained 
on p. 15). 
To evaluate the ways that values are transferred between leader and follower, one 
must look at the values of the followers, the values of the leader and the way that the 
leader relates his/her vision and values to the values of his/her followers. Values can be 
divided into two general categories: terminal values, which are the ultimate end goals of 
existence such as wisdom, equality, peace and family; and instrumental values, which are 
the behavioural means for achieving these goals (Rokeach and Ball-Rokeach, 1989). 
Values, examined or unexamined, become evident through the ways that people behave 
in their everyday life. When examining values in an employment context, however, 
Issac, Wilson & Pitt (2004a) suggest that these values might be different. Thus, it might 
be worthwhile to look at values within this particular context. 
"One issue of concern relates to the kinds of values that require examination. 
Should researchers investigate managerial awareness of personal values, work-related 
values, or perhaps both types of values held by employees?" (Issac, Wilson & Pitt, 2004a, 
p. 192). To further complicate matters, not only is my research examining the values that 
people hold in terms of their job and in terms of their everyday life (including faith) but 
also the values that these people hold within physical activity. Similar to an employment 
context, people's values can be different in the realm of physical activity. Physical 
activity (and as a result its values) is traditionally examined within the societies and 
cultures to which it belongs. Some research, however, has focused on sports as social 
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worlds. Social worlds refer to "a way of life and an associated mindset that revolve 
around a particular set of activities and envelop all the people and relationships connected 
with the activities"(Coakley & Donnelly, 2004, p. 101). Therefore, like a work culture, a 
social world in sport is a relatively isolated group that can develop and act within its own 
set of values. Despite the apparent difference in values between the realms of sport, 
employment and everyday life, Issac, Wilson & Pitt (2004a) do not believe that a separate 
examination of values is necessary. "The current study [on value congruence] does not 
take a position in either direction, preferring instead to avoid controversy by examining 
all potentially relevant value types and thereby figuratively closing the door on objections 
regarding the types of values investigated" (p. 192-193). In this study, I will follow a 
similar approach towards segregating values, because this viewpoint is consistent with 
the approach I have used in defining Christianity and physical activity, two of this study's 
central ideas. In defining Christianity and physical activity, this study has attempted to 
avoid controversy over what these terms mean by using a definition that is inclusive of all 
potentially relevant aspects. Therefore, despite the large amount of values related to 
work, Christianity and physical activity present in this study, the values evaluated for 
congruence among members of OPC will include all values that appear to be relevant. 
These values were determined both before and during the research process. 
Creation and Communication of a vision 
To examine value congruence, one must first examine how a leader goes about 
spreading his/her vision to others. Several scholars (Awamleh & Gardner, 1999; Conger, 
1989; Tichy & Devanna, 1986) view visionary behavior as being composed of two 
distinct stages: (1) creation of the vision (message content), and (2) communication of the 
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vision to followers and other audiences (message delivery). Yukl (1994) describes the 
essentials of creating a vision. The vision should be simple and idealistic and it should be 
developed from an understanding of both the organization and the underlying needs and 
values of the employees. This idea arises from functionalism. Functionalism says that 
managers can and do shape organizational culture through a knowledge of the values of 
their constituents (Issac e.t al., 2004). "Leadership is a relationship between leaders and 
followers, and building this relationship requires an appreciation for the personal values 
of those who would be willing to give their energy and talents to accomplish shared 
objectives" (Krishnan, 2002, p. 21). However, because a leader must build a personal 
relationship steeped in his/her values as well as those of the follower and the 
organization, the process, like values themselves, cannot be mechanical. "A successful 
vision cannot be guaranteed by a mechanical formula, it is the joint product of 
experience, personal interests, intuition, and circumstances that create a 'window of 
opportunity'" (Yukl, 1994, p. 369). The creation of the vision is important because Dvir, 
Kass & Shamir (2004) have found that employees must perceive that their CEO has a 
clear vision for the future for them to be emotionally involved with the organization. 
The communication of the vision is the second portion of visionary behaviour. 
Yukl (1994) says that followers must be persuaded that the leadership knows how to 
attain the vision. Thornbury (2003) indicates that clear expectations on acceptable and 
unacceptable behaviour must also be outlined. De Feo & Janssen (2001) suggest 
implementing the changes by establishing values through training and other 
communication. They also suggest providing company policies to all employees, as well 
as setting, monitoring and measuring relevant goals. Lipton (2004) emphasizes the 
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importance of the leader being prepared to be the first to represent the values that are a 
part of his/her vision: "The vision process - when fully executed - evokes a considerable 
amount of emotion, and the Believing-Doing (B-D) Gap exists because executives are ill 
prepared for the emotional management that this process demands" (p. 1). The leader 
must also use colourful and emotional language to communicate his/her vision to their 
constituents (Yukl, 1994). The leader must remember to continually remind and 
reinforce to his/her staff, the values that are a part of the vision. In an empirical research 
study, Dvir, Kass & Shamir (2003) found that a vision formulated by a CEO, saturated 
with social values and shared by the organization's employees, is positively related to the 
employees' organizational affective commitment. Providing an emotional and uplifting 
message to followers is the key to developing a commitment to a vision. 
Value Congruence 
Value system congruence between leader and follower can be defined as the 
extent of agreement between the leader's value system and the follower's value system 
(Krishnan, 2002). Two studies highlight current ideas about value congruence. Meglino, 
Ravlin & Adkins (1989) did a study that looked at value congruence through three 
organizational levels (workers, supervisors and managers); they also looked at the 
individuals' work values and the perceptions of values of management. They found a 
relationship between value congruence and job satisfaction and organizational 
commitment. When the employees' work values lined up with those of their supervisors 
(but not necessarily those of the organization) they were more committed to the 
organization and had higher job satisfaction. They found that the congruence process in 
this study was restricted almost entirely to the interactions between the workers and their 
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supervisors. In addition, in interactions with subordinates, supervisors were prone to 
exhibit their perception of the values of management as compared to exhibiting values 
just of their own (Meglino et al., 1989). 
In part one of another study Issac, Wilson & Pitt (2004a) examined the relative 
importance of a series of instrumental, terminal and work values to employees and 
supervisors and also the degree that each study participant felt his/her values aligned with 
those of the employee or supervisor. In part two they tried to determine if managers used 
formal and/or informal mechanisms to control the extent of cultural conformity in their 
organization (Issac, Wilson & Pitt, 2004b). Similar to Meglino et al (1989), Issac, 
Wilson & Pitt (2004b) found that employees paid attention to the work values displayed 
by their supervisors and the higher their degree of congruence with their supervisors, the 
higher they rated the importance of issues relating to themselves, their supervisor and the 
organization. Meglino et al. (1989) also found that the longer a worker had been 
employed at the company, the stronger the effect of their value congruence on 
organizational commitment. Building on this, when employees had values that were 
congruent with their supervisor, they worked more in line with their supervisor and were 
more likely to go beyond what was expected of them (Issac et al., 2004a). In addition, 
supervisors rated their employees higher on job related measures when values were 
congruent (Issac et al., 2004a). 
Lastly, Meglino et al. (1989) found that there were small cultures (congruent 
values) within units of supervisors and workers that did not translate into a larger 
organizational culture. However, they did point out that this particular company did not 
need to promote a larger culture because they were successful and their workers had little 
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control over their jobs. The authors suggested that in organizations where workers have 
little discretion in their jobs, it may not be worth the investment to try and maintain a 
strong culture. Issac et al. (2004a) found that supervisors did not understand the 
instrumental and work values of their employees; therefore, it is possible that this lack of 
understanding could lead to a lack of a larger organizational culture because they are not 
able to properly articulate a vision that is relevant to and desired by the employees. 
In summary, these two studies indicate that value congruence between employees 
and supervisors creates a more cooperative working environment and increased job 
satisfaction. However, employees only looked at supervisors in terms of their work 
values and supervisors were only perceptive of employees' terminal values but not their 
work or instrumental values. Value congruence among employees and supervisors led to 
multiple groups within the organization but a larger organizational culture did not result. 
Since a larger organizational culture may not result from value congruence among 
employees and supervisors, dominant values may be less likely to be passed on, therefore 
variation in values throughout the organization is also more likely. Thus, this could be 
related to the lack of understanding it appears that managers/supervisors have of their 
subordinates. 
Functionalism is an important concept that was central to the study done by Issac 
et al. (2004a, 2004b). Functionalism in a management situation is an ability to create and 
change the cultures of the organization; therefore, it would seem logical that these leaders 
(1) possess awareness of the values borne by their employees and (2) possess 
mechanisms for reinforcement of organizational culture (Issac et al., 2004b). After 
examining their data, Issac et al. (2004b) found there was little support for the ideas of 
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functionalism; managers did not seem to know the instrumental and work values of their 
employees and they did not seem to have modes of reinforcing appropriate cultural 
behaviour. In a Christian camping setting, the hiring of employees is very much 
connected to the appropriateness of the individuals' instrumental Christian values; 
therefore, managers should have more of an understanding of the values of their 
employees. 
Directional Proposition 
I believed that the perceived relationship between physical activity and 
Christianity amongst the senior leaders and the camp directors would be similar because 
they had similar training and experience at OPC. Differences between the camp directors 
and the counselors would exist because they have fewer common values, since they do 
not work closely together. Issac et al (2004a, 2004b) found a large difference in values 
between top managers and workers; I do not believe that the dissimilarity will be as great 
between the senior leaders and the counselors because of the emphasis on a shared value 
system in a Christian camp setting. Discussions about and the transmission of values in 
the Christian camping setting is very common; it starts in the interview process and 
continues throughout training and evaluations. In addition, processes are set up so that 
leaders at the camp have a support system to help them deal with challenging situations; a 
discussion of values is central to this process. 
Review of Literature 
Sub-problem #3 - What leadership qualities and styles do the 
administrators and staff at Pioneer use? 
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Leadership 
Leadership is an ancient art that has been discussed by historical figures like 
Plato, Caesar, the leaders of the Chinese Dynasties, and the Kings of Egypt. In modern 
times, the amount of literature on the subject is astounding; leadership is the most studied 
subject in the social sciences over the last 50 years (Gini, 2004). 
Leadership has a universal appeal in both the popular press and the academic 
community and the ideas of leadership pervade all areas of life (Northouse, 1997; Bass, 
1981). My work will be focusing on leadership in one Christian Summer Camp. Ontario 
Pioneer Camp has a particular leadership philosophy. The camp promotes and uses the 
term "servant leadership" to describe their philosophy, so the connection the camp has to 
leadership seems obvious. However, this connection is made simply because the camp 
uses a term that aligns with a similar term from academic literature (Greenleaf, 1977; 
Spears, 1996; Page & Wong, 2000). Therefore, an investigation into the nature of servant 
leadership as outlined in the literature provides a basis from which to accurately assess 
the servant leadership that OPC uses. The history of the study of leadership shows a 
distinct pattern in terms of its treatment of the follower and the use of ethical and moral 
values, two of the unique characteristics of servant leadership. This pattern shows the 
evolution of leadership from the 'great man' theories to modern day transformational 
leadership (Bass, 1981; Northouse, 1997); from this evolution one can see how servant 
leadership has emerged to play an important role in discussions of modern leadership. 
History for many was shaped by the leadership of great men (Bass, 1981); this 
view was the source of the original leadership research in the early 20l century. These 
theories focused on identifying the innate qualities and characteristics possessed by great 
social, political and military leaders (Northouse, 1997). In general terms, this approach is 
called the trait approach because the research focuses on specific traits that leaders 
possessed as opposed to their non-leader counterparts (Boucher & Case, 1978). In this 
approach, the only acknowledgement of the followers was the fact that they were a 
contrast to the leader's "great" leadership abilities. This approach made sense at the time 
because on the surface it is easier to find an example of a leader then it is to explain what 
qualities make up a great leader. Researchers then put together huge lists of descriptors 
of personality and character traits that rarely found consensus when compared to each 
other (Bass, 1981; Northouse, 1997). "One investigator discovered over 17, 000 one-
word descriptions of leaders and at least 100 studies of leadership characteristics" 
(Cribbin, 1972 cited in Boucher & Case, 1978). Very few, if any of these traits ever had 
any moral or ethical components (Northouse, 1997). Recently, there has been a renewed 
interest in the trait approach as a part of other current leadership theories and several 
qualities continue to arise; interestingly one of these qualities is integrity, an integral part 
of servant leadership (Northouse, 1997). 
A closer examination of the 'great man' aspect of trait theory led to the 
materialization of the environmental theory. This theory explains the emergence of great 
men as a result of social situations that require the abilities and skills of that particular 
leader to solve social problems in times of stress, change and adaptation (Bass, 1981). 
1 Bass (1981) indicates that the term ' great man' did in fact mean great men; great women were ignored 
despite the historical presence of Joan of Arc, Elizabeth I and Catherine the Great. 
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Followers were not an acknowledged part of the leadership process. In addition, the 
leader fit the social needs of a particular situation but there was no discussion of ethical 
or moral concerns. Freud, among other psychoanalysts, also addressed leadership in his 
writings and continued on with the great man approach (Bass, 1981). Two major themes 
emerged from these analyses, which took place between 1920-1960; the first was the 
leader being a father distributing love and affection to his followers and the second was 
the use of the methods of psychohistory. Psychohistory involves delving into the mind of 
great leaders and determining from the analysis of their thoughts and past experiences 
how they fulfilled psychodynamic needs among their followers. Early on in 
psychohistorical research, followers were discounted as a part of the leadership process; 
the psychodynamics of the fulfilling of needs was examined but not the psychodynamics 
of relationships leaders had with followers. However, as psychoanalysis moved to the 
analysis of relationships, the relationships of the leader to the follower began to be 
examined. This was one of the first areas of leadership theory to investigate this 
important linkage. The modern study of charismatic leadership takes some of its 
theoretical framework from the work of the psychodynamic approach. Charismatic 
leadership will be examined later on. 
Psychodynamic theory touched on the leader-follower relationship but the 
situational approach brought it out into the open. This approach arose from the belief that 
the trait approach ignored the interaction between the leader and his group (Boucher & 
Case, 1978). The situational approach to leadership studies examines "the interplay 
among these variables [the leader, the follower and the situation] in order to find a causal 
relationship that will lead to predictability of behaviour" (Hershey & Blanchard, 1988, p. 
2 See footnote #1, p. 21 
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106). This approach, for the first time, acknowledged the follower as a part of the 
leadership process. The focus, however, remained on the larger leadership process and 
since followers happened to be a part of that process, they were included. Leadership 
was beginning to be seen as a process with many factors, but moral and ethical concerns 
were not yet considered to be a part of that process. 
Up to this point in time, leadership research had examined the individual and the 
situation that the individual was in, but the interactive effects of individual and situational 
factors were overlooked (Bass, 1981). Personal-Situational theory bridged the gap 
between the original trait theories of the individual and situational theories. Stodgill 
(1948) was one of the first researchers to conclude that leaders' traits must bear some 
relevant relationship to the characteristics of their followers. From this, Bennis (1961) 
suggested a revision of leadership theory to include considerations of informal 
organization and interpersonal relations, benevolent autocracy, self-actualization of 
followers and consultation with followers that integrates goals of both individuals and the 
organization. Not only did these ideas change the perspective of who a leader should be, 
but it provided a considerable amount of attention and care to the follower. Care and 
attention towards the follower was previously absent. "The new look in organizational 
theory took cognizance of unanticipated consequences of organizations — workers' 
feelings, attitudes, beliefs, perceptions, ideas, sentiments" (Bennis, 1961, p. 28). Several 
difficulties emerged from this theoretical approach, the first being that despite this ground 
breaking theory only about 10% of managers actually believed in this human relations 
approach because most were still traditional hard liners (Bennis, 1961). Secondly, the 
well being of the follower was justified only when it was intimately connected with 
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organizational benefits. Bennis (1961) discussed the idea of workers and managers 
perceiving each other as human beings with limitations and strengths; the difficulty he 
saw in this, however, was the perceived conflict between authenticity (honesty) and 
authority. At this point, ideas integral to servant leadership were emerging but were 
unclear because they did not seem to fit with other leadership views. These ideas would 
re-emerge more concretely later on. 
The personal-situational theories led to the development of the Michigan and 
Ohio State studies (Boucher & Case, 1981). These studies emphasized the style approach 
that continued to give more attention to the follower. The Ohio State Studies were also 
based on the findings of Stodgill (Northouse, 1997). This "style" approach emphasized 
the behaviour of the leader as opposed to the personality characteristics emphasized in 
the trait approaches (Northouse, 1997). With the advent of the style approach, "no longer 
was the focus of leadership on the personal characteristics of leaders; it was expanded to 
include what leaders did and how they acted" (Northouse, 1997). Specifically, the Ohio 
State studies analyzed how leaders acted while they were leading a group or organization 
(Northouse, 1997; Shartle, 1979). They collected their data by asking subordinates to 
complete questionnaires about their leaders (Northouse, 1979). Similarly, the Michigan 
State studies examined the behaviours of small group leaders by focusing on the leader's 
employee orientation versus his/her production orientation. Leaders with more employee 
orientation focus on relationships with employees as compared to improving production 
capabilities (production orientation). Similar to the personal-situational approach, the 
style approach acknowledged the impact that the leaders could have on the followers but 
only was helpful to the followers in areas where benefits accrued to the leader and 
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organization. More attention was paid to the followers in the style approach than the 
personal-situational approach because there were significantly more circumstances 
identified where acknowledgement of the followers was beneficial to the leader or 
organization. Most importantly, the style approach "...reminds leaders that their impact 
on others occurs through the task they perform as well as in the relationships they create" 
(Northouse, 1997, p.41). Moral and ethical concerns were not very evident through any 
of this behaviour; however, the style approach addressed leadership in a way that could 
be practiced from a humanistic standpoint. Even though it was not instructive in form, 
the style approach acknowledged that caring for and acknowledging the concerns of 
others was a possible leadership technique. In the Ohio State studies, morals were not a 
point of concern for the researchers because they were commissioned by the military to 
identify what leaders could do and how they did it (Shartle, 1979); as a result they were 
not concerned with what was right or wrong. 
When the Michigan and Ohio State studies were coming to an end, Fiedler was 
developing contingency theory. His work was the most significant in developing this 
theory even though others did research on similar ideas (Northouse, 1997). Contingency 
theory says that a leader's effectiveness is contingent upon the demands of the situation 
that he/she is in (Bass, 1981). Similar to the Michigan and Ohio State studies, the 
appropriateness of the leader for the situation was dictated by the amount he/she was 
orientated towards task behaviour as compared to relational behaviour (Bass, 1981). 
Path-Goal theory was rooted in similar beliefs. Path-Goal theory stated that "it was the 
function of the leader to enhance the psychological states of the subordinates that result in 
motivation to perform, or in satisfaction with the job" (Boucher & Case, 1981, p. 8). 
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Path-goal theory stimulated the search to determine whether the leaders used initiated 
structure (task behaviour), consideration (relational behaviour) or a combination of the 
two to make their group more satisfied and effective (Bass, 1981). 
Both Contingency and Path-goal theories are considered interaction-expectation 
theories because they deal with the interaction of the leader and the follower in terms of 
the expectations that the follower has of their leader. This meant that another step was 
made in terms of treatment of the follower. These theories asked the followers what they 
perceived the leader to be doing, therefore researchers had recognized that it was 
important what the followers thought was happening. This was important because before 
this the follower's thoughts and desires were assumed based on their reactions to the 
leader's actions. 
The interaction-expectation theories opened the door for several researchers 
(Argyris, McGregor, Blake & Mouton) to examine the conflict between the 
leader/organization and the follower in humanistic theories. This line of thought placed 
leaders into two categories, the first being authoritarian and leader-focused, and the 
second being follower-focused and democratic (Bass, 1981). The authoritarian leader 
motivated people who did not wish to follow organizational goals and the democratic 
leader gave the follower responsibility to help achieve goals that he/she already saw as 
important. These thoughts were based on two opposing assumptions: the authoritarian 
leader assumed that followers' desires were selfish and not in line with the organizations; 
the democratic leader assumed that people already had motivation and desire for 
responsibility but the leader had to modify the organization to help the follower fulfill 
his/her desires in addition to those of the organization (Bass, 1981). This was an 
important step in leadership research for the treatment of the follower, because for the 
first time the needs of the follower were being considered for more than purely 
instrumental purposes. An organization will be most effective when its leaders provide 
the means for its followers to make a creative contribution to the organization as a natural 
extension of their own needs and desires (Bass, 1981). From a moral perspective, the 
humanistic approach was the most attentive to morality because it was concerned about 
the welfare of people and not simply how people could be used to better an organization, 
as had been the norm up until that point. The ideas that Bennis (1961) and McGregor 
(1957 as cited in Bennis, 1961) discussed about the transition and blending of traditional 
autocratic leadership with more democratic leadership were finally coming to fruition in 
humanistic theory. The ideas that came out of the humanistic theories would later 
become the basis for servant leadership. 
Leader-member exchange (LMX) theory followed humanistic theories by 
increasing the focus on the follower; however, unlike previous theories the LMX theories 
centred the focus of leadership around the exchange process between the leader and the 
follower (Northouse, 1997). Prior to this, the focus had been the leader (e.g., trait theory, 
style approach) or the situation (e.g., situational leadership, path-goal leadership). LMX 
theory suggested that the leader's relationship with each of the followers was important 
and unique and unlike what had been assumed before, there is a difference between each 
follower and how he/she wanted to be treated (Northouse, 1997). Ethically and morally, 
LMX also makes some important strides; it tells us to be respectful and to build trusting 
relationships with our subordinates, recognizing the uniqueness of each individual 
(Northouse, 1997). Despite important steps in the treatment of the follower and some of 
the ethical teachings that LMX theory made, from a moral point of view not everything 
was good. LMX theory runs counter to the value of fairness; in its basic form LMX is 
saying that some people will get treated better and will receive more benefits in his/her 
relationship with the leader (Northouse, 1997). This is an obvious moral dilemma that 
could be potentially harmful to the leadership process. 
After analyzing the leadership behaviour that has been described above and even 
behaviours prior to the advent of leadership research, Burns (1978) concluded that 
leadership consists of two types, transactional leadership and transformational leadership. 
More recently, three different leadership styles, specifically transformational, 
transactional and laissez-faire, have been shown to reflect the full range of leadership 
styles (Leban & Zulaf, 2004). Transformational leadership is the leader's ability to 
motivate followers to achieve what was originally not thought to be possible (Sivanathan 
& Fekken, 2002). Transformational leadership is contrasted with transactional 
leadership, which is "based on bureaucratic authority and legitimacy within the 
organization" (Tracey & Rinkin, 1998, p. 222). Transformational leadership incorporates 
many different approaches to leadership but it is based around the idea of influencing 
change; the process inextricably binds together the leader and the follower in this change 
process (Northouse, 1997). The transformational leader is also often considered to be a 
charismatic leader. This is evident from the explanation of a charismatic leader: 
"Charismatic leaders differ from other leaders by their ability to formulate and articulate 
an inspirational vision and by behaviors and actions that foster an impression that they 
and their mission are extraordinary" (Conger, Kanugo & Menon, 2000, p. 21). The 
transformational leader, and by extension the charismatic leader, has been the focus of 
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leadership research since the 1980s (Northouse, 1997). Examining these forms of 
leadership from the perspectives of a follower one can see that a transformational or 
charismatic leader inspires his/her followers and makes them feel connected to the leader 
or the organization's vision. Also, transformational leadership acknowledges leadership 
as a process that incorporates the needs of both the leader and the follower and it also 
acknowledges that leadership requires both parties (Northouse, 1997). The difficulty 
with this approach is that the leader is serving a vision and not the needs as expressed by 
the follower. In addition, despite the acknowledgement of the follower as an important 
part of the process, the leader very clearly holds a superior position. From a moral 
perspective, transformational leadership has been accused of being elitist and anti-
democratic because the leader is often seen as making his/her own decisions independent 
of the needs expressed by the followers (Northouse, 1997). 
The New Leadership 
"The world is crying out for ethical and effective leadership that serves others, 
invests in their development, and fulfills a shared vision" (Page & Wong, 2000, p. 69). 
The new language of leadership is moral or spiritual leadership (Ryan, 2000). "It is clear 
that, today, we can see a growing interest in values as a legitimate area of managerial 
interest and activities" (Brytting & Trollestad, 2000, p. 55). They go on to point out that 
there is even a professional scientific journal devoted to the topic, The International 
Journal of Value-Based Management (Brytting & Trollestad, 2000, p. 55). "If ethics is 
fundamentally living out what we value and/or believe in, then all leadership, whether 
right or wrong, good or bad, defensible or reprehensible, is moral leadership" (Gini, 
2004, p. 12). Christianity is largely focussed on interpreting and living in the world 
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through values dictated by God (and Jesus) as documented in the bible. Therefore, if an 
organization's operational framework comes from a Christian background then a 
discussion of moral and ethical leadership is appropriate. To understand and navigate 
through these moral and ethical concerns, a Christian leader must have a very clearly 
defined value system that is steeped in Christian/biblical values. The core elements of 
servant leadership are [humanistic] values (Russell, 2001). This is an indication that 
servant leadership is an approach that can fill the moral, ethical and spiritual requirements 
of modern Christian leadership. 
Servant Leadership 
Empirical evidence and the development of ideas on servant leadership are 
limited but many theorists and researchers consider servant leadership a valid form of 
organizational leadership (Russell & Stone, 2002). Servant leadership is considered 
valuable for several reasons. First, "the idea of servant leadership holds the most promise 
for ethically improved corporate cultures because it is the form of leadership most likely 
to promote reflective behavior [in the leader]" (Giampetro-Meyer, Brown, Browne & 
Kubasek, 1998, p. 1733). Secondly, in the 21st century, traditional forms of leadership 
are giving way to emerging models of moral and spiritual leadership (Ryan, 2000). This 
model is how Spears (1996) describes servant leadership: 
.. .one which is based on teamwork and community; one which seeks to 
involve others in decision making; one which is strongly based in ethical 
and caring behaviour; and one which is enhancing the growth of people, 
while at the same time improving the caring and quality of our many 
institutions (p. 33). 
"Moral leadership emerges from, and always returns to, the fundamental wants 
and needs, aspirations, and values of the followers" (Burns, 1978, p. 4). Despite being 
rooted in moral leadership, servant leadership differs from the description outlined by 
Burns. The consensus of the literature in the realm of servant leadership is that a leader's 
central motivation should be a desire to serve (Russell, 2001). The servant leader serves 
both his/her organization and his/her followers; however, service to both of these groups 
is done through the pursuit of a deeper purpose that comes from a particular spiritual 
and/or metaphysical understanding (Page & Wong, 2000; Frick, 1998; Zohar, 2002; 
Fairholm, 1997). Thus, it is not surprising that the beliefs underlying servant leadership 
stretch back through thousands of years of religious and humanistic teaching (Spears, 
1996). One of the examples in this history is the Godly leadership as demonstrated by 
Jesus Christ. The leadership of Jesus is recognized as servant leadership (Marciariello, 
2003; Gunderson, 1997). Jesus himself recognized and attributed his behaviour to that of 
a deeper purpose (to serve God): "for the kingdom of God is not a matter of eating and 
drinking, but of righteousness, peace and joy in the Holy Spirit, because anyone who 
serves Christ in this way is pleasing to God and approved by men" (Romans 14:17-19). 
"Servant leaders cannot choose whether they will or will not become involved in the lives 
of people. Jesus, the servant leader, exemplified involvement in the act of incarnation" 
(Gunderson, 1997. p. 63). In the modern era, Max De Pree and Robert Greenleaf are 
responsible for the practical and theoretical applications of servant leadership. Robert 
Greenleaf, a Quaker businessman, first coined the phrase 'servant leadership' in 1970 and 
is considered the grandfather of the theory of servant leadership (Spears, 1996; Dyck & 
Schroeder, 2005; Page & Wong, 2000). 
31 
"A servant-leader may be defined as a leader whose primary purpose for leading is 
to serve others by investing in their development and well being for the benefit of 
accomplishing tasks and goals for the common good" (Page & Wong, 2000, p. 70). 
Servant leaders do not seek personal glory for acts of service but seek to relate to people 
in non-coercive ways that directly support an organization's mission (Marciariello, 2003). 
Servant leaders have to 'lose their ego' in order to understand that being a leader is not 
about themselves but those that they are trying to lead (Gunderson, 1997). 
Servant leadership has been developed through the practice and experience of its 
advocates (i.e., Covey, DePree, Greenleaf). The academic study of servant leadership is 
thus not viewed at the same level as other leadership theories. For example, before Page 
& Wong's (2000) development of their servant leadership instrument there were no 
operational measures for the ideas. In addition to the practical bent that these proponents 
take, they also have been outspoken in their belief that servant leadership must remain 
rooted in a deeper and more profound understanding of leadership (Page & Wong, 2000; 
Frick, 1998). "In other words, the profound, mystical meaning of servant-leadership may 
be lost once it is reduced to a set of easily transferable skills" (Page & Wong, 2000, p. 
85). This is because servant leadership is a philosophy that embraces certain principles 
but has few prescriptions (Greenleaf, 1996). Thus, "the imbalance between existential 
richness and conceptual rigor had hindered progress of servant-leadership as a viable 
model of management" (Page & Wong, 2000, p. 86). 
When I went into a Christian summer camp to look for evidence of servant 
leadership I had to understand and examine the practical aspects from which servant 
leadership originates but I also had to use a theoretical understanding that is consistent 
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with academic research. Therefore, when I examined servant leadership behaviour I used 
the theoretical model as outlined by Page & Wong (2000). When I operationally defined 
each of the servant leadership characteristics I employed definitions that aligned with my 
interpretation of their emotional and experiential meanings. 
When observing the characteristics of servant leadership as outlined below, my 
initial observations placed each observation within one of the four categories. Then, 
based on the specific definitions of each characteristic within these categories, I 
classified the action as an example of the appropriate characteristic. If the action fit 
within the category but did not align with a particular characteristic I placed it within 
another category I called unclear. Upon review of this category, I then had the 
opportunity to find examples of any unanticipated leadership characteristics. Page & 
Wong's (2000) model of servant leadership includes the following: 
I. Character-Orientation (Being: What kind of person is the leader?) 
Concerned with cultivating a servant's attitude, focusing on the leader's 
values, credibility and motives. 
• Integrity 
• Humility 
• Servant hood 
• Unclear3 
II. People-Orientation (Relating: How does the leader relate to others?) 
Concerned with developing human resources, focusing on the leader's 
relationship with people and his/her commitment to develop others. 
• Caring for others 
• Empowering others 
• Developing others 
• Unclear3 
31 have added this category, the rest of the framework is from Page & Wong , 2000, p. 91. 
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III. Task-Orientation (Doing: What does the leader do?) 
Concerned with achieving productivity and success, focusing on the leader's 
tasks and skills necessary for success. 
• Visioning 
• Goal Setting 
• Leading 
• Unclear3 
IV. Process-Orientation (Organizing: How does the leader impact 
organizational process?) 
Concerned with increasing the efficiency of the organization, focusing on the 
leader's ability to model and develop a flexible, efficient and open system. 
• Modeling 
• Team Building 
• Shared decision-making 
• Unclear3 
Ontario Pioneer Camp (OPC) makes it very clear to their constituents that servant 
leadership is what they aim to practice. This is done through advertisement, formal 
leader training and informal, accepted camp behaviours. In this study I examined to the 
degree to which the leaders' servant leadership behaviour at OPC aligned with servant 
leadership behaviour that is outlined in academic literature. 
Directional Proposition 
I expected that leadership behaviour that the leaders at OPC exhibited would be 
closely linked to servant leadership behaviour but it would not be consistent amongst all 
individuals. Since, servant leadership is experiential and personal in nature, I expected 
each leader's interpretation of what exactly a servant leader does and what characteristics 
he/she believes to be most important would vary amongst the leaders. The leaders, 
however, would exhibit servant leadership because it is taught extensively in training 
sessions and the expectation of servant leadership behaviour is an important informal rule 
at OPC. 
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Theoretical and Practical Justifications 
The relationship between religion and sport is most often examined in terms of 
the sacred and the profane (Coakley, 2002; Higgs & Braswell, 2004). Sacred things 
inspire awe, mystery and reverence and the profane are things that are not directly 
connected with the divine (Coakley, 2002). Christianity has been the focus in terms of 
research on sport and religion because it is the most common religion in North America 
(Coakley, 2002; Higgs & Braswell, 2004). Therefore, the dominant research theme 
involving religion and sport is the examination of the sacred and the profane within 
Christianity and sport. However, for the Christian who involves him/herself in physical 
activity, a more relevant question may be "How do I relate my faith and my physical 
activity?" This is a question that few have attempted to answer. Higgs (1995) 
synthesized a model for understanding the relationship between physical activity and 
Christianity but he based it solely on his own experience and understanding of the topic 
and did not relate it to any specific examples. Coakley (2002) looked at different ways 
that Christians have incorporated their faith into physical activity and even looked at 
some of the struggles they are faced with; however, he did not synthesize his findings 
into a framework that facilitates understanding the different ways that these linkages are 
made. Ginter (2004) took Higgs' model and expanded its scope based on a review of 
Christian physical activity practices. This revised framework provided a more inclusive 
description of the characteristics of each of the three categorizations that Higgs (1995) 
had originally used. Therefore, I built on Ginter's (2004) framework and used it to help 
understand physical activity at a Christian summer camp. 
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The way that Christian summer camps are structured lends themselves greatly to 
the evaluation of physical activity and Christianity because of the purposeful and 
pervasive use of both physical activity and Christian teachings. Nelson (1972) found that 
most religious camps seem to be an extension of the church, stressing spiritual 
development. The other major aspect of Christian summer camps (and the major aspect 
of summer camps in general) is physical activity in the outdoors. John Dewey, the well 
respected educational philosopher, said that good schooling is dependent on the outdoor 
world because that is where life occurs (Rivkin, 1998). This is why a summer camp can 
be such an effective place for the teaching of children, both spiritually and physically. 
Therefore, since both physical activity and Christianity are taught prominently in 
Christian summer camps, they are an important site for examining the relationship 
between physical activity and Christianity. 
Exploring physical activity and Christianity in a summer camp is a significant 
addition to the current research literature. In the limited ways that physical activity and 
Christianity have been examined, the focus has been on elite sport (e.g.;Stevenson, 1991), 
adult sport (e.g.; Beal, 1997; Hughson, 2002) and historical analyses of Christianity and 
sport (e.g.; Eisen, 1991; Ladd & Mathisen, 1999)4. The idea of play as connected to the 
Christian faith has been examined but mostly in a theoretical sense (Holmes, 1981; 
Moltmann, 1972; Huizinga, 1944). This analysis of physical activity and Christianity 
focuses on grassroots/recreational sport for children in a contemporary context. 
4 The study of physical activity and Christianity is multi-disciplinary. For example, in addition to the 
research topics mentioned, related ideas include could also include religious pilgrimages, Protestant vs. 
Catholic views on physical activity, Christianity and physical activity in the education system, and 
Christianity and physical labour (e.g.; puritan work ethic and monastery life). 
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These camps also lend themselves to an examination of leadership. The way that 
the individuals at the camp approach the integration of physical activity and Christianity 
depends greatly on how the leadership of the camp chooses to do it. Also, the 
transference of specific values between different levels of the organization is dependent 
on the leadership of the organization. Research shows that value transference in 
businesses is difficult because managers do not have a good understanding of the values 
of their employees (Issac, Wilson & Pitt, 2004a). Value transference has only been 
examined in traditional business organizations (Issac, Wilson & Pitt, 2004a, 2004b; 
Meglino & Ravlin, 1998), therefore the value-based Christian summer camp can provide 
some new insights into value transference. 
Servant leadership is a leadership style that has evolved from and is connected to 
religious organizations (Spears, 1996). Despite the latent connections between servant 
leadership and religion, very little work has been done to investigate the use of servant 
leadership in religious organizations. Servant leadership, like value congruence, has been 
examined mostly in traditional business settings but Greenleaf (1996) did encourage and 
tried to bring the servant leadership approach into other organizations like churches and 
educational institutions. The examination of servant leadership in relation to a Christian 
summer camp expands the servant leadership literature in terms of its links to physical 
activity and religion. 
Lastly, this research provides a solid basis for all the stakeholders of OPC to 
reflect on and understand the different ways that their values are understood, framed and 
passed on within their organization. The evaluation of leadership styles provides an 
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additional opportunity for the organization to reflect on the ways that they use leaders to 
introduce and reinforce their values. 
Assumptions 
1) Effective Servant Leadership is important to the success of Ontario Pioneer 
Camp. 
The ideas of servant leadership arise from and closely mimic Christian 
values and beliefs (Gunderson, 1997; Marciariello, 2003, Spears, 1996). In 
addition, Ontario Pioneer Camp teaches and promotes servant leadership as the 
camp's chief leadership style. Therefore, I assumed that by connecting their 
leadership style to their beliefs they would be able to better reach their goals. 
2) Christian summer camps form and acknowledge a relationship between 
physical activity and Christianity. 
"Camps are arms of social institutions, mainly recreation but also religion, 
education and otherwise" (Nelson, 1972, p. 284). The 'doing' of recreation is the 
main activity that summer camps revolve around; in a Christian summer camp 
the focus of the camp may be on faith teachings but a major activity component of 
the camp is still recreation. Therefore, I assumed that the presence of both 
religion and sport suggested that an acknowledgement of the interplay between 
the two had to be examined at some point during the preparation and/or execution 
of the camp program. 
3) A relationship exists between physical activity and Christianity even if it is in 
the form of a disconnect. 
Scholars concur that the relation between sport and religion (Christianity) 
is studied because there have been numerous connections and intersections 
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between the two institutions (Higgs & Braswell, 2004; Ladd & Mathisen, 1999; 
Higgs, 1995; Hoffman, 1985). A disconnect occurs when there is a belief that the 
two institutions should be kept separate. However, when an individual or group 
specifies a way for this relationship to function, they are acknowledging that a 
relationship does exist between physical activity and Christianity. 
4) Pioneer Camp operates within a business model. 
Voelpel, Leibold & Tekie (2004) outlined the core aspects of a business model 
and they included: 
• The customer basis and the value created for the customer 
• Internal and external structures and processes 
• Core Strategy 
• Technology, economics and legal issues 
• Leadership and Governance (p. 262) 
Ontario Pioneer Camp has formally outlined all of these aspects. Their 
customer basis is the campers they service all year round. The value they provide 
as dictated by their parent organization, IVCF, is "facilitating the transformation 
of youth, students and graduates into fully committed followers of Jesus Christ" 
(rVCF, n.d., p. 1). The internal and external structures that OPC has, are outlined 
on their website (e.g. programs, facilities) and showcased through the formal 
training and hiring practices that all staff undergo. The core strategies OPC 
follows are the values, purpose and faith statement as laid out by rVCF as well as 
their own vision statement, which is currently in its developmental stages. The 
technological, economic and legal issues that OPC operates within are evident 
from the camp's management team (see Appendix A for organization chart). The 
leadership and governance of OPC is also displayed prominently in Appendix A. 
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OPC is an organization that uses a business model in their day to day operations as 
well as in the formalization of their hiring and training practices. This is 
explained by the OPC director: 
If you are new to the Pioneer experience, let me tell you about the 
committed staff we have in place. We work hard to implement 
one of the best camper to staff ratios around, while ensuring that 
our staff are well trained and committed to you and your child as 
our guests. The skills, knowledge and patience of our leaders is 
outstanding. These are people who enjoy camping and love kids. 
They are solid in their faith, and desire to serve God through 
service to others (Bennett, n.d., p. 1). 
Despite following a business model, there are several subtle differences 
between OPC and typical business organizations. First, OPC is a non-profit 
organization. Second, because of their stated mission and purpose to serve God 
and witness to others about God, some traditional business practices are not 
followed because they are not congruent with the camp's values. For example, in 
a traditional business environment discussion of personal values are not a part of 
the interview process. However, at OPC part of the interview process for all 
leaders involves an extensive discussion of the Christian values of the interviewee 
and how they fit in with the values of the camp. In addition, when an individual 
is hired as a leader, he/she is required to sign a contract that indicates he/she 
agrees to uphold the values and behaviours expected by OPC. Therefore, in 
evaluating how values are transmitted through their organization I used the 
business/corporate model of values transmission and congruence, but pointed out 




Introduction to Servant Leadership 
Spears (1996) describes servant leadership as a leadership style that is: 
based on teamwork and community; one which seeks to involve others 
in decision making; one which is strongly based in ethical and caring 
behaviour; and one which is enhancing the growth of people, while at 
the same time improving the caring and quality of our many institutions 
(p. 33). 
Page & Wong (2000) specifically outline the 12 principles of servant leadership 
that fulfill this definition. The first three principles (integrity, humility and servanthood) 
are categorized as character-orientation measurements; this category describes what kind 
of person the leader is. The second three principles (caring, empowering and developing 
others) are categorized as people-orientation measurements; they describe the leader's 
ability to relate to others. The third group of principles (visioning, goal setting and 
leading) are categorized as task-orientation measurements; these principles focus on what 
the leader does. The last group of principles (modeling, team building and shared 
decision making) are categorized as process-orientation measurements; they emphasize 
how the leader impacts the organizational process. In the following section, I 
operationally define these twelve principles and provide one example of an instance 
where I observed and categorized that principle during the participant observation portion 
of my research. 
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Servant Leadership Principles 
Integrity 
"What people want and what organizations need are leaders with integrity who 
also have the courage to be honest in the face of challenging and potentially self-
damaging circumstances "(Russell & Stone, 2002, p. 148). Integrity means having the 
courage and self-discipline to live by your inner truth, which puts into practice what is 
right (Fairholm, 1997). In keeping with this understanding, I observed and collected data 
on integrity in situations where leaders were challenged to make serious decisions. When 
a leader made a decision in a difficult situation that aligned with his/her own values, I 
documented that as an example of integrity. By developing friendships and observing 
and listening to the leaders in action I was able to come to a better understanding of each 
observed leader's value system. There were situations where a person's inner truth was 
challenged and a person negotiated this by choosing a different course of action; these 
situations were not documented as examples of integrity. For example, "A camper was 
crying because of a hard portage and Karen6 believes in everyone pulling his/her weight 
so she told her to keep going instead of letting her stop and taking pity on her" (Ginter, 
2005, Day 11). Integrity can be seen in many other circumstances but the real test of a 
leader is when he/she is faced with a challenging situation. "Leadership asks of its 
leaders moral courage - doing what is right and accepting the consequences" (Fairholm, 
1997, p. 103). In these difficult situations, it became evident whether or not the leader 
truly had the courage to be honest and uphold his/her integrity. 
5 In defining these terms, Aristotle's understanding of value and vice (Aristotle, trans. 1941) was used as a 
framework for determining the point at which the values should be optimally defined. 
6 1 used pseudonyms for the names of the leaders I observed at OPC 
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Humility 
Page & Wong (2000), in their self-assessment survey of servant leadership, 
described humility as not seeking reward for helping others and being willing to allow 
others to take charge when appropriate, in light of one's own limitations. Therefore, 
when I observed examples representative of the above situations I classified them as 
humility. An example from my participant observation was the following entry: 
The leaders (Dick, Karen and John) expressed having difficulty with just 
letting the LITs [Leaders In Training] lead and not step in when things 
get bad However, they all seem to value this and really try hard 
to make it happen and on the whole are largely successful. (Ginter, 
2005, Day 10) 
Servanthood 
The fundamental motivation for leadership should be a desire to serve and to 
serve before all else (Fairholm, 1997; Greenleaf, 1977; De Pree, 1989). The most 
important attribute for a person to qualify as a servant leader is his/her knowledge of 
what they ultimately serve (Zohar, 2002). The servant leader serves more than an 
organization or a set of values, they serve a deeper purpose that comes from a spiritual 
and/or metaphysical understanding (Page & Wong, 2000; Frick, 1998; Zohar, 2002; 
Fairholm, 1997). Within a Christian setting this service is to God. Gunderson (1997) 
explains, "Servant leaders cannot choose whether they will or will not become involved 
in the lives of people. Jesus, the servant leader, exemplified involvement in the act of 
incarnation" (p. 63). In short, serving God involves doing what He stands for. Following 
this understanding I looked at service as an instance where a leader does something for 
the benefit of another person that is in line with his/her own Christian values. This was 
especially evident in situations where the leader is in a position where he/she is expected 
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to lead that way because this will indicate if he/she has put service above all other 
responsibilities. One example from my summer at camp was this entry: "Gavin gave a 
camper a bible because he did not have one and seemed to want one and Billy wrote a 
message in it for him" (Ginter, 2005, Day 46). 
Caring for Others 
Servant leaders visibly appreciate, value, encourage and care for their constituents 
(Greenleaf, 1977, Krishnan, 2002). Therefore, examples of this servant leadership 
characteristic occured when leaders verbally or physically appreciated others for their 
contributions (e.g., words of praise, handshake) or verbally or physically showed 
Christian love towards others (e.g., taking time to talk to someone, hug). For example: 
"Last night Zack, Janette, Riley and Judith put on a leader appreciation get together after 
lights out. We got chips, chocolate, candy and pop and we chatted [a way to help us 
relax]" (Ginter, 2005, Day 25). 
Empowering Others 
Empowerment is understood as providing significant voice and discretion to 
followers (Yukl, 1994). Servant leaders respect the capabilities of their followers and 
enable them to exercise their abilities and share power (Russell, 2001). Thus, I 
understood empowerment in two ways. First, it existed in a situation where a leader gave 
his/her followers the freedom to do their tasks without unnecessary interference. 
Secondly, empowerment was also understood as a situation where a leader gave 
additional responsibility to a follower that is important for the situation and had a growth 
promoting impact on the follower. For example: "LITs during outtrips are given 
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responsibility in pairs to lead a portion of the day and all leaders are not allowed to 
interfere" (Ginter, 2005, Day 8). 
Developing Others 
Developing others to the point where they could replace the leader is a goal of servant 
leadership; servant leaders should develop servant leaders (Covey, 2002; Gunderson, 
1997; Greenleaf, 1977; Page & Wong, 2000; Spears, 2002). "The servant leader 
recognizes the tremendous responsibility to do everything within his or her power to 
nurture the personal, professional, and spiritual growth of employees" (Spears, 2002). 
Page & Wong (2000), in their self-assessment survey of servant leadership, described 
developing others as trying to bring out the talents and attributes in others and investing 
considerable time in equipping others for personal growth as well as leadership. 
Therefore, in my observations, I identified 'developing others' as leaders' efforts 
to help the personal growth of their followers. For example: "LITs get assignments back 
with comments from Paul and Ella. Then small group leaders give LITs feedback on 
how to improve. Paul and Ella suggest we should talk about their work with them" 
(Ginter, 2005, Day 18). 
Visioning 
Nanus (1992) describes a vision as a two step process: developing a vision and 
implementing that vision. Developing/revising a vision includes: determining what the 
organization is all about (vision audit); delimiting the requirements of the organization 
and its constituents (vision scope); assessing the future of the organization (vision 
context); and then choosing the vision possibilities (Nanus, 1992). Implementing a vision 
includes spreading the vision amongst the rest of the organization by living and believing 
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it yourself; teaching others how to spread that vision; and continued education and 
learning to be ready for the future (Nanus, 1992). 
Therefore, when I looked for examples of leaders using vision I looked for the 
following actions: 
• Leaders describing what they think the organization stands for 
• Leaders describing what they think the organization needs at the moment 
• Leaders describing a new direction for the organization 
• Leaders telling others about what they want to happen 
• Leaders acting out the behaviours they want to happen 
• Leaders teaching others how to teach (and lead) in a new way 
• Leaders trying to learn new things 
For each person, I connected all of these actions to one another to form a more 
complete depiction of his/her visioning efforts. Also, when I referred to the organization, 
I referred to the part of the camp that the leader has a say in creating (i.e., the individual 
camp he/she directs or the activity he/she teaches). This varied for individuals as each 
leader had different levels of authority and influence. 
When looking for a new vision, I found these behaviours during the training 
sessions. Some of the visioning that was done by leaders involved vision maintenance 
because the vision set out by the leaders had already been formed in previous years or by 
a leader's supervisor. The observations I made of the vision may have been in the midst 
of the vision process, so I had to look historically for the way that the vision was 
originally set out. Therefore, I also looked for people referring to the above vision in the 
past tense. For example, in between sessions at adventure camp, the Adventure Camp 
director would have meetings with all the staff to debrief what had happened and to re-
cast and remind leaders of the vision for the coming week. 
Goal Setting 
Greenleaf (1996) described goal setting as aiming towards something that is 
presently out of reach, something to strive for, to move toward or to become. Therefore, 
I observed and categorized goal setting as a verbal acknowledgement of a future 
direction's end point. For example: "Paul, in our morning prayer meeting, made a 
request that all leaders work closely with the LITs to help promote growth" (Ginter, 
2005, Day 22). 
Leading 
Page & Wong (2000) in their self-assessment survey of servant leadership 
described leading as inspiring others, directing others, communicating effectively with 
others and engaging in proactive decision making. I understood leading as a singular act, 
unlike the collective acts described in visioning. These are the qualities I understood as 
'leading' behaviour. For example: "Also, in introduction to BB [building blocks], Paul 
and Ella attempted to show the LITs the importance of developing and learning about 
their Christian faith in an inspiring way. Very effectively communicated (clear, concise 
and well planned)" (Ginter, 2005, Day 21). 
Modelling 
* 
Leaders live their vision or goal by making all their actions and behaviours 
consistent with it (Nanus, 1992). The most effective and proper way to teach others 
about Christian leadership is by modeling a relationship with God in one's everyday 
activities (Gunderson, 1997). For these reasons, I identified modeling as a demonstration 
of behaviours that aligned with stated beliefs and values. My interpretation of "good 
modeling" was when the leader's behaviours aligned with his/her beliefs. For example: 
"A couple of days ago John caught himself not putting shoes on when he left the main 
lodge and he mentioned to a couple of other leaders that he should put his shoes on 
because he needs to model proper behaviour" (Ginter, 2005, Day 17). 
Team Building 
Instruction in servant leadership includes experiential exercises like team building 
(Beazley and Beggs, 2002). "All-day participation in a rope course, experiential learning 
initiatives, and collaborative games are examples (Beazley and Beggs, 2002, p. 59-60). 
Therefore, when I looked for examples of team building, I identified them as experiential 
exercises designed specifically to build community. For example: "Judith and Riley 
took us [leaders] for ice cream to celebrate the start of LIT and to build the team [of 
leaders]" (Ginter, 2005, Day 26). 
Shared Decision Making 
Servant leaders share power with their followers (Russell, 2001). I understood 
shared decision as decisions that were made with equal input from both the leader and a 
follower(s). For example: "When the power went out, the group in charge that day was 
allowed to help adapt the program as needed" (Ginter, 2005, Day 22). 
Physical Activity 
I will be using the term "physical activity" because when examining a summer 
camp, I want to look at all the ways that physical expression is connected to Christianity; 
other words like sport or recreation are more specific in their requirements for activity. 
Therefore, to be as inclusive as possible I considered physical activity to be any activity 
for the campers that had a physical component to it. 
Christianity 
For my purposes, the Christian faith can be understood best as described in the 
bible; "That if you confess with your mouth, 'Jesus is Lord,' and believe in your heart 
that God raised him from the dead, you will be saved" Romans 10:9 (New International 
Version). Therefore, I will define Christianity as "the religion derived from Jesus Christ, 
based on the Bible as sacred scripture, and professed by Eastern, Roman Catholic, and 
Protestant bodies" (Merriam-Webster On-Line Dictionary, 2005, p. 1). This broad 
definition is employed because, to different people and different denominational groups, 
the specifics of the Christian faith may vary. I do not wish to delimit the scope of my 
research because I am interested in exploring physical activity within the breadth of 
Christianity. This allowed me the possibility of uncovering the full scope of relationships 
and connections people make between their Christian faith and physical activity. 
Therefore, in my references to the Christian faith, as in the definition, I am referring to 
Christianity in the very broad sense of the word. 
Data Collection and Analysis 
This study was completed using three different methods. I began with my 
participant-observations as a leader at two separate OPC individual camps (Leaders in 
Training [LIT] and Adventure Camp [AC]). Next, I completed a study of key camp 
documents to examine the formalized social construction of the camp. This was followed 
by a series of interviews with the leaders at OPC. These interviews included individual 
camp leaders (n=6), senior leadership (n=2), and at LIT and AC, a leadership team 
member and a counselor (n=4). These three methods provided triangulated data for the 
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analysis. The conclusions from this study provided insights into the social construction 
of physical activity/Christianity relationship(s) at the camp, as well as an understanding 
of the leadership styles of OPC leaders. 
The first approach used in investigating this research problem was through 
participant-observation. This method is important, because "a behavioural analysis of 
social constructions must look closely at the maintenance of verbal behaviour to show 
how socially constructed knowledge functions" (Guerin, 1992). I participated as a leader 
(counselor) in two camps. I observed what was said and what was done by all of the 
leaders in the camp. Kirby & McKenna (1989) differentiate between two forms of 
participant-observation data collection: "The researcher's record of the events is the 
observations; the researcher's thoughts about the events are reflections" (p. 79). To do 
this, whenever possible I carried with me a notebook where I recorded any significant 
observations. These significant observations fell into seven categories: experience, 
relationship between physical activity and Christianity, camp values, camp rules, camp 
resources, servant leadership qualities, other leadership qualities/styles and unclear. This 
last category (unclear) was used to place observations in, when I was unsure where to 
categorize them. At the end of each day, after the campers had been put to bed, I took 
time to reflect on each event I had noted and how it fit into each of my three sub-
problems. This reflection allowed me to refine the focus of my observations if necessary 
and allowed me to synthesize and better understand the observations. An example of this 
was when a staff leader reminded a camper that quiet time was time for God, not for 
activity; initially I observed and categorized this action as an indication of a physical 
activity/Christianity relationship but upon further reflection I also categorized it as the 
leader valuing quiet and reflection. Further reflection also allowed me to realize that 
these values could be a part of a physical activity/Christianity relationship. My 
reflections made me aware of multiple meanings and also helped me to identify 
connections between events and values. Kirby & McKenna (1989) emphasize the 
importance of such procedures: "as an observer the researcher has an opportunity to look 
and listen in a particularly attentive way and to study specific forms of communication 
and their meanings for individuals" (p. 79). In my notes, information for sub-problems 
#1 and #2 was taken from incidences/observations in the categories of leader biography, 
relationship between physical activity and Christianity, camp values, camp rules and 
camp resources. Data for sub-problem #3 was taken from the descriptions and 
observations of leadership behaviour for all camp leaders. I documented specific 
observations of each characteristic of servant leadership and observations of leadership 
styles or qualities not obviously associated with servant leadership. In the last section of 
my journal, I documented my perspectives as a researcher, as a camp leader and as a 
person with my own perspective on the physical activity/Christianity relationship. This 
provided me with a way to 'observe' my own experience as a leader. This information 
was used to reinforce or challenge the observations I made about the other leaders. 
The examination of camp documents was conducted throughout the course of my 
study as I obtained various documents. I spoke with the OPC Pioneer Director of 
Program (PDP) and he provided me with various formal camp documents (i.e., camp 
curriculum and value/vision statements). I obtained and later reviewed various other 
documents that were given to me as a part of my application, training and leading 
experiences at LIT and AC. Kirby & McKenna (1989) call this sort of examination "life 
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history". Since our lives are shaped by social construction, life histories are a way to see 
the patterns of social construction over time7. A life history can be compiled for people 
or organizations and the data can include private documents and public records (Kirby & 
McKenna, 1989). In this fashion, I obtained and reviewed the following types of 
documents: 
o Staff application and camper application forms - To see what the expectations 
of the campers and staff are 
o Training and directional manuals - To see what is supposed to be taught 
o Formally written goals, values, beliefs and missions statements - To see 
formal directions 
o Historical records and documents - To connect current behaviour to historical 
documents 
The document analysis provided me with a partial understanding of the social 
construction of the leadership development process and the physical activity/Christianity 
relationship. Each document was analyzed for references to or descriptions of values, 
rules, resources, a physical activity/Christianity relationship and leadership (see 
document analysis form, appendix B). 
The last phase of my data collection was a series of interviews. These 
interviews were with: 
o Pioneer Senior Leadership (2) 
• Pioneer Camp Director (PCD) 
• Pioneer Camp Director of Program (PDP) 
o Each individual camp director (6) 
• Adventure Camp Director (ACD) 
• Leaders In Training Camp Director (LCD) 
• Girl's Camp Director (GCD) 
• Boy's Camp Director (BCD) 
• 252 Camp Director 
• Wilderness Challenge Camp Director (WCD) 
o An Adventure Camp Leadership Team Member (ALM) 
The value of social construction as a theoretical framework is, its usefulness when systematically 
examining the conditions and around and the behaviours that have been constructed by the oneself and 
others, thus providing researchers with the ability to create strategies to alter such behaviours when desired. 
52 
o An Adventure Camp Chalet Leader (ACC) - referred to as a counsellor 
o A Leaders In Training Leadership Team Member (LLM) 
0 A Leaders In Training Small Group Leader (AC) - referred to as a counsellor 
1 contacted each person during my summer at camp and/or in a follow-up phone 
call after camp was over. I told them about my study and asked for permission to 
interview them. This allowed me to establish some sort of relationship with these people, 
so that the interview was more comfortable for both parties. All of the interviews took 
place in person in the greater Toronto area or as necessary, over the phone (3 interviews). 
I arranged to meet most of the leaders at their homes or at the OPC office in Oakville, 
ON. Having worked with most of the leaders and meeting them in a familiar place (for 
them), made for relaxed and candid interviews. 
The criteria I used for choosing the leadership team members and the counselors 
included experience at OPC and experience and interest in physical activity. I spoke with 
the Adventure Camp director and the LIT camp director during the summer, to help me 
choose candidates based on these criteria. While being sensitive to each leader's 
position, I asked the same questions in each interview. Each interview started with me 
introducing myself and my study, asking them to sign the consent form and the consent to 
tape form, and explaining their rights as an interviewee. After this was completed, I 
asked them the questions detailed in my interview guide (appendix C). Once this was 
completed, the interview was over and I spent some time talking to the interviewee 
answering any general questions they had about my work. Each interview was taped and 
later transcribed. 
From these interviews, sub-problem #1 was addressed using five categories 
relating to social construction and a physical activity/Christianity relationship; these 
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categories included a leader biography, the physical activity/Christianity relationship, 
camp values, rules and resources (for more detail see interview guide in appendix C). 
The data for analysis for sub-problem #1 was collected from the interviews with all the 
individual camp leaders and the senior leaders. Sub-problem #2 was addressed with the 
same five categories as sub-problem #1, however the interviews analyzed included the 
senior leadership and only the leaders at AC and LIT. Sub Problem #3 was addressed 
through a series of interview questions on leadership. Data was then collected and 
analyzed using all 12 interviews. 
The data collected from the document analysis, the interviews and the participant 
observation was triangulated to analyze each of the three sub-problems. For sub-problem 
#1, the social construction of the physical activity/Christianity relationship that each 
administrator has been involved in was detailed. This was done by analyzing the five 
categories of social construction that were recorded in the interviews. The participant 
observation and the document analysis were only included when more information was 
appropriate. Common themes were extracted for each of the five categories then the 
results of the three data sets in each category were synthesized. By reducing all the data 
to these five categories (leader biography, physical activity/Christianity relationship, 
camp values, camp rules and camp resources), I was able to create a picture of how each 
administrator views and creates his/her particular perspective of the physical 
activity/Christianity relationship. Once these views were determined, I identified 
similarities and differences in the opinions and backgrounds of each of these five 
categories for all of the administrators. The physical activity/Christianity relationship 
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framework, as developed by Ginter (2004), was used in categorizing the leaders' views of 
physical activity and Christianity. 
Sub-problem #2 was analyzed in three parts. First, a profile of the social 
construction of the physical activity/Christianity relationship was determined for each of 
the leaders at LIT and Adventure Camp (AC). Two profiles were also set up based my 
participant observations at LIT and AC. Lastly, the profile on the senior leadership from 
the first sub-problem was used. Document analysis data was included when it provided 
more information to an existing idea. Each profile included an analysis of five variables: 
leader biography, physical activity/Christianity relationship, camp values, camp rules and 
camp resources. Then, based on the conclusions from the five category analysis of each 
leader at both LIT and AC, the leaders from each position in the camp hierarchy were 
compared to each other (including the senior leaders). The last part of the analysis 
included a comparison of similarities and differences in perspectives between the leaders 
at LIT and AC. Once again, this comparison was based on the five categories of social 
construction. The physical activity/Christianity relationship framework, as developed by 
Ginter (2004), was used in categorizing the leaders' views of physical activity and 
Christianity. 
For sub-problem #3, the focus was on the leadership behaviour that was exhibited 
by all of the leaders at LIT and AC. The data gathered was in three forms. The first was 
servant leadership qualities; the second was the leaders' opinions on their relationships 
with their followers and the role of moral and ethical values in their leadership; and the 
third was other leadership qualities and styles used by the leaders. The data was gathered 
from the participant observations and interviews, with complimentary data provided by 
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the document analysis when appropriate. I analyzed the data for common themes in each 
of the above mentioned categories. Within these categories, the dominant themes were 
synthesized into a leadership profile for each of the leaders in the camp hierarchy. The 
resulting conclusions were then compared to servant leadership as identified in the 
literature. This comparison happened within both LIT and AC and then the results of the 
two camps were compared in a final section. 
Delimitations and Associated Limitations 
1) In this study I examine leaders' beliefs of physical activity/Christianity 
relationships only at OPC. 
This delimitation limits my study from being generalizable to other camps 
and other settings combining physical activity and Christianity. However, this 
study will provide a clear picture of these relationships as they exist at OPC and 
provide insight into possible ways that these relationships can exist elsewhere. 
2) In terms of physical activity/Christianity relationships, this study is delimited to 
the specific examination of these beliefs for only four non-directors. 
This delimitation limits the amount of variability identified in the types of 
views that people at lower positions in the organizational hierarchy hold. 
However, my participant observations included all leaders, most of whom are 
non-directors. Also, since this is a master's thesis, I needed to limit the number of 
interviews so that I could complete the study in a reasonable amount of time. 
3) This study is delimited to the examination of physical activity/Christianity 
relationships as identified by non-administrators only at Adventure Camp and 
Leaders in Training. 
This delimitation limits my ability to see possible variations in views of 
leaders at other camps (i.e., Boys Camp and Girls Camp). However, these two 
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particular camps were chosen to see if there is a difference in the treatment of 
physical activity/Christianity relationships by age group, since these two camps 
have the youngest and oldest campers respectively. LIT was also chosen because 
it is a camp that is specifically about teaching leadership. 
4) This study is delimited to one summer of participant observation and a single 
interview for each interviewee. 
I only collected data from one summer of participant observation and one 
interview with each interviewee, this study is limited by the lack of reflection the 
participants had on the way that they see the relationship between physical 
activity and Christianity. I have found doing research for this study, that this area 
is relatively unexplored, so people have relatively little experience in reflecting on 
such a relationship. This delimitation does not provide me an opportunity to 
initially prepare people for reflection on how they view the relationship between 
physical activity and Christianity. Therefore, the data collected, at times, reflects 
their underdeveloped reflections. However, in doing participant observation, I 
have gotten to know and have spoken with most of the interview candidates, so in 
most cases I had at least broached the subject of physical activity and Christianity 
with them prior to the interview. 
5) Another delimitation of this study is that I am the only researcher in this study 
and I am using myself as the research instrument. 
Being the only researcher and the research instrument for this study, my 
biases will affect the data that I collect. However, by acknowledging my biases, 
(see Autobiography - Appendix D) subjecting myself to the experience of being a 
leader at OPC, and carrying out a continuous process of reflection, I was better 
able to see my individual perspective in relation to the perspectives of those I am 
researching. Lastly, my perspective as a leader added to the research in that I am 
a leader shaping and being shaped by my time at OPC. 
6) This study is delimited by the fact that I looked for specific leadership qualities. 
When observing leadership qualities I was comparing those observations 
to the 12 servant leadership qualities of Page & Wong (2000). Therefore, even 
though I set out to observe qualities and then report them, it is possible that I 
became focused on certain qualities, and therefore made more observation in 
those categories. However, when reporting the results I am assuming that the 
number of observations in each category does not mean anything unless there is a 
large difference in the number of observations. 
6) Due to variations in personality, the detail in each answer varied by interviewee. 
Some leaders did not answer all the questions with as much detail and in 
the same detail; therefore, some leaders may have held a similar opinion on a 
certain subject but did not mention it in the interviews. I found specific evidence 
for this in many of the answers from the LCD and the ACD interviews; they did 
not include answers I had found through developing friendships and observing 
these individuals (as documented through participant observation notes). This 
suggests that some of my data could have been incomplete. By using participant 




FINDINGS AND DISCUSSION 
Sub-Problem #1 
Introduction 
In sub-problem #1,1 asked how a relationship between physical activity and 
Christianity is socially constructed at OPC. To understand this, data from the interviews 
was synthesized into five categories: experience, physical activity/Christianity 
relationship, rules (formal and informal), resources (financial, material and human), and 
transmission of values. The physical activity/Christianity relationship provided the basis 
for the analysis and the rules, resources and values helped to give context to this 
relationship. Within each of those categories, common themes were identified. Where 
appropriate, details from the participant-observation and document analysis was included; 
however, because the participant-observation was only conducted at two camps (LIT and 
AC), and these results were for all of the camps, only data that was linked to specific 
results was included. 
The results are first reported in the form of a profile for the OPC Camp Director 
(PCD), the Director of Program (PDP), and the individual camp leaders as one unit. My 
intention with these profiles is to provide a picture of what each of these people (or 
group) believe camp to represent in regards to a relationship between physical activity 
and Christianity. These profiles were then analyzed for similarities and differences. The 
analysis is completed by comparing the results to related literature. A final paragraph 
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summarizes the conclusions from all parts of the analysis, thus providing a summary of 
the findings. 
Results 
The OPC Camp Director (PCD) 
Experience 
The OPC Camp Director grew up playing organized sports and childhood games. 
As an adult, he works out to stay in shape but does not do any other type of physical 
activity. The PCD grew up in a Christian home and came to a personal faith when he 
was a pre-teen at Vacation Bible School; however, he says that his faith did not become 
real to him until he was a teenager. He has a theology degree from Tyndale University 
College. He worked in a Christian organization running camps for 14 years before he 
came to OPC. He came to OPC to be the camp director in 2003, as a result of having a 
long term relationship with the camp's previous director and his family. 
Physical Activity and Christianity Relationship 
The PCD expressed two different views on the relationship between physical 
activity and Christianity. First, he believes that the times when you are most disciplined 
in your physical activity are the times when you are most disciplined in your spiritual life. 
Secondly, he believes that all physical activities can draw children closer to God. For 
example, he described how at camp, leaders stop at the end of an activity and ask the 
campers what they have learned from an activity; they then use the answers to steer them 
towards lessons of faith and spirituality. He also said that canoe tripping is connected to 
spirituality. "A worship service is more of the spiritual component, a canoeing session is 
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more of maybe a physical component but for us there is interrelation in all of that" (PCD 
Interview Transcript, p. 5) 
Resources 
The financial resources at camp all go into OPC's operations budget, which is 
about a half a million dollars. This budget comes mostly from camper fees, donations 
and bringing in school groups. Material resources that the PCD referred to included the 
1200 acres of land that the camp is located on; this encompasses 2 lakes and more than 
200 buildings. Many of the material resources at camp, such as equipment, come from 
donations by camp supporters. In terms of human resources, OPC has 30 year-round 
staff and about 300 staff during the summer. At OPC, their own LIT program is the 
means through which they get most of these staff. Leaders are also brought in by existing 
leaders through their networks of friends and other contacts. 
The PCD was very specific in connecting these resources to a relationship 
between physical activity and Christianity. 
God speaks through his creation...I mean you sit here, we are nestled 
between two lakes, in Muskoka on 1200 acres of land, I mean, it, it's 
breathtaking, it's beautiful and that speaks volumes to campers, the whole 
environment of it and the whole 24/7 aspect of living out.. .is a very powerful 
tool (PCD Interview Transcript, p. 7). 
Rules 
The formal rules at OPC, as described by the PCD take the form of a statement of 
faith (Appendix E), six key commitments (see p. 66), operational rules, risk management 
rules, job descriptions, a staff manual and rules from their parent organization (PVCF). 
The formal rules at OPC also include the rules as defined by many outside agencies. 
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These include, but are not limited to rules from the Ontario Camping Association, the 
Ontario Department of Health, the Worker's Safety and Insurance Board (WSIB), sailing 
associations and lifeguard associations. "There are no fewer than probably two dozen 
different reporting agencies...that we have to keep the standard for the various programs" 
(PCD Interview Transcript, p. 9). 
The PCD identified several informal rules within the camp in regards to 
expectations; for example, the staff is expected to be active members of the church and is 
also expected to spend time in prayer and bible study. He also mentioned that a lot of the 
informal rules regarding behaviour are expectations that are common in Christian circles; 
these behaviours are a 'cultural understanding'. He also mentioned that his personal 
behaviour is seen as a reflection of the camp. Lastly, he said that OPC does not do 
activities that involve anything powered (i.e., water skiing, four wheeling), even though 
this rule is not actually written down anywhere. 
The PCD talked about the relationship between formal and informal rules; he said 
that some of the above informal rules are written down for summer staff but they are not 
always written down for the older, year round staff. The formal and informal rules, in 
terms of behaviour, are helpful for the PCD in operating OPC according to his vision 
because camp is a very physical place; thus, campers are able to see the actions of their 




The PCD describes the values of OPC as being encapsulated by the six key 
commitments developed by the OPC leadership team. He also mentioned fair play, 
servant leadership and excellence as values that are important to OPC. Personal values9 
that the PCD holds independent of the camp values include the large amount of work and 
unselfishness he expects from the leaders who work at OPC. 
Transmission of Values 
The PCD said that values are transmitted through training, including an online 
training module, leadership training weekends (for full time staff), the LIT program, 
senior camp training every year, senior pre-camp and pre-camp. To ensure that these 
values are being learned and used, each staff member at camp had a supervisor and the 
directors of each camp are responsible for what happens at their camp and stepped in to 
reinforce values as needed. The PCD talked about how the values at camp are created: 
"This place [OPC] has been here 77 years, it's kind of hard to determine what process we 
used [to determine values]" (PCD Interview Transcript, p. 13). Every year, based on 
what has happened at camp and feedback from parents and focus groups, the core 
leadership team comes up with three things to focus on for the next year. 
OPC values and personal values were distinguished in the results when stated clearly by the interviewee 
as one or the other. In cases where it was unclear, values were considered to be camp values, since social 
construction indicates that one's practical consciousness will more likely align with corporate values after 
repeated exposure to them. Personal values will be mentioned only when they differ from the camp values. 
9 See footnote #8, p. 61 
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The OPC Director of Program (PDP) 
Experience 
The OPC Director of Program played a lot of sports when he was growing up; 
however, he finds himself a lot less active now because most of the year, his job is a desk 
job. He grew up in a Christian home going to church, but when he was younger he spent 
only a few summers at OPC as a camper. At this time in his life, he decided that he 
agreed with all that 'God stuff. He attended LIT and OPC as a teenager and since then, 
he has spent a lot of time being involved with OPC's parent organization, IVCF. At OPC 
he was the director of LIT for six years before becoming the PDP. Throughout high 
school and continuing to the present, his faith has played a huge factor in how he lives his 
life, which is a major reason for his involvement with OPC and P/CF. 
Physical Activity and Christianity Relationship 
The PDP explained four different views he has on the relationship between 
physical activity and Christianity. First, the PDP believes that we were created by God in 
mind, body and spirit and therefore are required to care for ourselves in all those ways. 
Secondly, the PDP explains; "A friend of mine explains it very well.. .in some ways I feel 
most alive when I am playing ultimate Frisbee" (PDP Interview Transcript, p. 4). He 
goes on to describe that when he plays and feels exhilarated by physical activity he feels 
like he is fulfilling who he was created to be. The third way that the PDP views physical 
activity and Christianity in relationship is through the environment of physical activity. 
He said that being active and interacting with people in sport provides an opportunity for 
learning about oneself, others and other life lessons. The lessons learned are spiritual 
lessons; the environment of physical activity also provides a comfortable place for 
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spiritual discussions. Lastly, the PDP believes that when he is outside using his body in 
creation (the wilderness), it is a great time for rich personal and spiritual reflection. He 
feels an appreciation for, an understanding of and a connection with God in this 
environment. 
Resources 
The PDP explained, from his perspective, the sources and situations regarding 
financial, material and human resources at OPC. He described the camp's financial 
situation very simply: "we're long on ideas and short on cash" (PDP Interview 
Transcript, p. 10). He also pointed out that OPC is a non-profit organization. 
Regarding material resources, he noted that the camp has many different athletics 
facilities and related equipment for both land and water. They also use the Ontario Parks 
system to send campers on out-trips. The PDP talked about how Ontario Parks has 
recently affected the camp's out tripping program. The Parks has reduced the number of 
people allowed on a campsite from 10 to 8. Since the camp is based on a 5 to 1 camper 
to leader ratio, they are unable to have more than one group go out at a time, essentially 
cutting their tripping program in half. 
The PDP also described the many human resources that OPC rely on. 
Young people serve as leaders in various capacities around camp. Camp Alumni provide 
support through prayer, money, ideas and a sharing of tradition. Alumni night at pre-
camp allows alumni to come back and share their experience of camp with the current 
staff. The PDP says this helps to reinforce the tradition and values of OPC to the newer 
leaders. Families contribute to camp through the continual support and attendance of 
generations of staff and campers. In terms of best practices and evaluations, many 
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organizations, sport and otherwise, provide guidelines for the operation of different parts 
of OPC. The camp has partnerships with many churches that send people and other 
resources. Lastly, the PDP says that the most important resource the camp has is God; he 
and the other leaders continually pray for guidance so they can make camp what God 
would want it to be, 
Rules 
Rules were described by the PDP in terms of formal and informal rules. Speaking 
specifically to formal rules, the PDP had this to say: "I would say the single biggest 
reason for rules at camp is for safety" (PDP Interview Transcript, p. 11). He tries to find 
a balance between safety, risk and challenge, because he believes that campers need risk 
and challenge to grow, but they need to be able to do that under circumstances where 
they will be safe. The camp creates policies to help manage this and other types of risk. 
Other rules apart from safety involved the camp curriculum. The teaching of the physical 
activity classes at camp are done through a curriculum that was recently created to guide 
inexperienced teachers and to provide consistency for each camper. All the organizations 
that accredit the camp and its programs have rules that the camp must follow (i.e., 
Ontario Camping Association and Canadian Life Saving Society). These rules largely 
involve organizations that govern physical activity. The rules of camp that come from 
within the organization are generated by staff and volunteers who understand and care for 
OPC. 
The PDP talked about several informal rules. First, the camp does not expect 
campers to be excellent at everything, but they do expect them to participate. Also, there 
is an expectation for staff at camp to maintain a high level of service and sacrifice. The 
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PDP said they could never pay people for the amount of work they do, because so much 
is expected of them. He also expressed the opinion that this sort of a sacrifice makes the 
job of being a camp leader more rewarding. 
The PDP also identified a connection between formal and informal rules. He said 
that he learned a lot about camp from attending and being trained as an LIT, so when he 
read the staff manual, the rules were easy for him to follow because they all made sense 
to him. The PDP also pointed out that a lot of the rules, both formal and informal, have 
their roots in the history of the people who have been coming to OPC since its inception 
in 1929. 
Values 
When asked what values are the most important to OPC, the PDP referred to the 
camp's six key commitments: 
1. We are committed to authentic relationships as the foundation of an inclusive 
community. 
2. We are committed to facilitating transforming encounters with Jesus. 
3. We are committed to fun—for every camper and staff person, in all the good ways 
God intends. 
4. We are committed to challenge and growth of the whole person—physically, 
intellectually, socially, and spiritually. 
5. We are committed to showing the natural beauty of the created world. 
6. We are committed to physical and emotional safety. ("Commitments", 2007) 
The PDP expressed a few other values he thought were important to him. The first 
one he mentioned was stewardship; he thinks it is important to care well for the people 
who are on his team and to care well for the money that he has to spend, because he has 
been given so little of it. He also said it is important for him to make sure that camp is 
full. 
Transmission of Values 
The PDP said that the full time staff make most of the decisions about what 
values are important to the camp. He said that these people are important in making the 
decisions because "it comes from a fairly deep understanding.. .of our organizational 
identity, who we are and who we desire to be" (PDP interview Transcript, p. 12). The 
PDP describes the growth of the OPC value system as organic because it is not 
reinvented every year. He noted that one of the sources of new information, in terms of 
values, comes from other people in the camping industry. 
The PDP said that the most common way for camp values to be instilled in 
campers and other leaders is through modeling of that behaviour by staff. For young 
potential leaders, the LIT program has a lecture style component where the camp values 
are passed on and the campers are encouraged and given opportunities to engage in 
discussions about these values. At LIT, the leaders model the appropriate camp values to 
the LIT campers but then debrief this modeling, so that the LITs can understand how and 
why the senior leaders acted the way they did. 
When looking specifically at a relationship between physical activity and 
Christianity, the PDP did not believe that teaching a specific type of relationship was 
necessary: ".. .if you have any.. .significant level of commitment to.. .Christian 
camping... you already have some idea or some philosophy of how physical activity and 
faith connect together" (PDP Interview Transcript, p. 16). 
The Leaders of Individual Camps at OPC 
Who they are 
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The six major individual camps at OPC were Adventure Camp (AC), Boys Camp, 
(BC), Girl's Camp (GC), Wilderness Challenge (WC), 252 Crew (252) and Leaders In 
Training (LIT). 
Experience 
Most of the leaders at OPC described themselves as physically active while 
growing up (5 of 6). They also cited the outdoors as an important part of that experience 
(5 of 6). A few mentioned that now they are older, they find they are less active than 
they were when they were younger (2 of 6). All but one of the leaders cited camp as a 
significant contributor to their participation in physical activity; being in the outdoors was 
an often cited part of this participation. 
All of the leaders grew up in a Christian home. Four of the six leaders said that 
they have been believers as long as they can remember. Four of the leaders also cited a 
specific time in their lives when they made a decision to live their life in a Godly manner. 
Three of the leaders attended OPC as campers and did LIT at OPC as well. The other 
three leaders had never been to OPC before they became leaders there; however, one 
leader indicated that she had been a camper and a leader at another similar camp. All but 
one of the leaders, as of summer 2006, had been leading at OPC for at least 3 years. 
Physical Activity and Christianity Relationship 
The leaders of individual camps at OPC expressed nine unique views on a 
relationship between physical activity and Christianity. Each of these views was 
expressed by at least two leaders; the number in brackets following the explanation 
indicates the number of leaders who held that view. First, physical activity was seen as a 
form of worship (2). "I think inherently there is a spiritual element to our physical 
existence that is pleasing to God and that when we.. .act out in that way...I think we can 
encounter something more of what it means to be human, but also what it means to be 
human in [the] context of a relationship with God" (BCD Interview Transcript, p. 3). 
Another view of this relationship was that physical activity in the outdoors is a 
way to enjoy and appreciate God's creation10 (5). "One of the places.. .1 feel closest to 
God.. .is in creation.. .it's a special place" (GCD Transcript, p. 3). The one leader who 
did not talk about experiencing God's creation through physical activity was the only 
leader who was not a former camper at OPC, and she had also not led at OPC before she 
took on her job as a director. 
The leaders at OPC said that physical activity can bring people together in 
community (5). Also, they expressed the opinion that physical activity can open up the 
opportunity for spiritual discussions (6). These discussions were sometimes directly 
related to ideas prompted by the physical activity, but other times the ideas discussed 
were unrelated and the physical activity was simply an avenue that promoted openness. 
The idea of using an analogy from physical activity to explain a spiritual concept was 
cited specifically by three leaders as a way this was done. 
Another form of physical activity/Christianity relationship that some of the 
leaders mentioned was that all physical activities, as with all other parts of life, cannot be 
separated from the spiritual (3). Two leaders specifically described this idea: "Physical 
development, social development, spiritual development, emotional development are all a 
part of just growing and...the spiritual realm can't be separated from those things" (BCD 
Interview Transcript, p. 3). "If God made us physical beings then our physical existence 
10 When the leaders referred to being in 'creation' they almost always meant doing some sort of physical 
activity in the wilderness at camp or elsewhere. Therefore, unless otherwise indicated, this understanding 
can be assumed. 
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or activity should be connected to faith or our faith should affect how we perceive 
activity" (LCD Interview Transcript, p. 3). 
Four of the six leaders said that physical activity is a great place for Christ-like 
behaviour to be modeled to others. Related to this idea, two leaders also said that 
physical activities are a good way for people to live out their faith. 
Another way the individual camp leaders related their faith and physical activity 
was with the idea that our bodies and the earth are a gift from God and we are charged by 
God to take care of them (4). In a biblical sense, leaders described their bodies as a 
temple or house of God and being in the outdoors as a way to appreciate what we are 
charged to take care of. All of the leaders who stated this view agreed that stewardship 
was the central idea in this concept. 
Lastly, three leaders mentioned that winning wasn't the most important thing in 
physical activity at camp. On the surface, it is not immediately obvious that this view on 
physical activity is related to Christianity but as will be explained in the analysis, because 
this concept is very much at odds with the dominant view of physical activity, there are 
some less obvious connections to Christianity. 
One of the leaders pointed out that he/she would not have given a voice to these 
relationships when he/she was a teenager. Other findings similar to this description were 
found in the interviews. During the interviews, only a few of the leaders noted that they 
had actually spent time thinking about these relationships. They showed a knowledge 
and understanding of their faith and an enjoyment of physical activity but when they were 
asked how they saw a relationship between physical activity and Christianity, most of the 
leaders admitted to putting these ideas together for the first time in the interview. 
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Resources 
Resources were described in three different ways: financial, material and human. 
The number of leaders who gave each description is noted in brackets. The leaders 
described their financial resources as coming from the campers' fees (3) and donations 
(3). Each camp has its own budget, as assigned by the PCD, and is based on the above 
sources. Some leaders expressed a shortfall in their budgets that affected the quality of 
their program (4). 
The leaders described many different material resources that they used at camp. 
These resources were: the physical site of the camp including both the wilderness (3) and 
the buildings (4), Ontario Parks (1), sporting fields and equipment (4) and out-tripping 
equipment (3). The importance of the material resources were made clear by most of the 
leaders when they described the unique opportunity that camp was able to provide for 
campers; camp has the resources to allow the campers to experience many things 
spiritually and physically that they could not in their everyday circumstances. A few 
leaders expressed that they could use better and/or more equipment at their camp (3). 
The human resources that were described by the leaders can be broken into two 
categories: the people and the intra-personal qualities of those people. The human 
resources were described by the individual camp leaders as the most important of the 
three kinds of resources because they were the most critical to the ultimate goal of camp 
(4). The ultimate goal(s) of camp was understood in terms of the six key commitments. 
The people that the leaders described as important to camp were students from 
university (3), campers and staff with ideas (2), friends (3), camp alumni (3), other 
individual camp directors (1), campers from the LIT program (2), churches (2) and 
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IVCF(l). Several leaders said that having physically and spiritually mature staff is 
critical in achieving their program goals (2): "We need good examples of people who 
know the physical aspects of camp...and who integrated their faith into those things too" 
(LTD Interview Transcript, p. 7). There were people from outside of the camp who were 
credited with having a role at camp. An example was the person hired to write an 
activity-based curriculum for OPC. The curriculum was intended "to address both the 
skill-based idea and meshing that with the greater ministry of what's going on at camp" 
(GCD Interview Transcript, p. 5). 
One intra-personal quality that the leaders described was a reliance on God for 
providing everything that they needed (3). The leaders also emphasized how invaluable 
it was to have a passionate staff, since they were asked to do excessive amounts of work 
(by normal employment standards) and get paid very little, if at all, for it (2). These 
reasons were cited as causes for difficulty in getting and retaining good leaders (3). In 
addition to this, one leader expressed a desire to have more time to spend teaching the 
campers (i.e., camp is only a week long). A limited knowledge base for the staff 
(spiritual and physical) was cited by some of the leaders as having an effect on the quality 
of their program (3). One leader did explain a positive side to the high turnover and 
resulting lack of expertise: 
that's a hindrance on one level, on the other hand, that is a part of what the 
ministry of camp is about, working with young people and growing them so it's 
also a strength in the sense that even though they may not fully grasp it all...[it is 
a] part of growing up (BCD Interview Transcript, p. 8) 
Rules 
The formal rules the leaders mentioned that affected their job were the camp 
manual (3), the OPC/IVCF statement of faith (3), contracts (1), job descriptions (2), an 
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OPC code of conduct (4), mission/vision statement (5), risk management rules (4), job 
interviews (3), formal training (3) and an activity curriculum (2). They also followed 
rules that were laid down by outside organizations (i.e., OCA, Red Cross) (3). These 
rules were learned from their superiors, the PCD and the PDP (4), past experience at OPC 
(4), IVCF (2), and their peers (2). These formal rules were described as helpful to camp 
because they kept campers safe (3) and they allowed everyone to understand the best way 
to do their jobs (3). Two leaders said that the rules took away from some of the fun of 
camp because they were not able to do all the physical activities they wanted to do. The 
252 director and the WCD said that their camps did not follow as many rules as the other 
camps. 
The leaders had a much harder time coming up with informal rules than they did 
with the formal rules. The informal rules mentioned by the leaders are as follows. All 
but 2 of the camps maintained a practice of giving a camp name to each leader that would 
identify them while at camp. At these camps, most of campers did not know the leaders' 
real names. Forming relationships at camp was an important informal rule described by 
four leaders: "I think the great thing about encouraging friendship is that there are so 
many facets that we can connect with people on and one of those is physical activity, 
through playing games together, and going on hikes together and going on canoe trips" 
(GCD Interview Transcript, p. 9). The LCD expanded on this idea: "the expectation to 
care and focus on other people within a game...or stressful canoe trip situation [exists]" 
(p. 12). Another informal rule cited by three leaders was the idea of respecting others; 
the WCD described the general rule that he uses: "Nothing you can do in any way [is 
allowed to] make someone else have a bad time" (p. 9). Two camp leaders described 
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their camp as a camp that does not always follow the rules of the camp. Lastly, the 
leaders at AC were expected to be a bit crazy and many dressed up as characters as part 
of a weekly story line played out during meal times. 
Values 
The values detailed by the leaders fell into two categories: OPC values and 
personal values11. The leaders described many values they thought were important to 
OPC. The four most common values talked about were having a relationship with 
God/Jesus (5), fostering holistic learning and growth through a spiritual understanding 
(6), fun (6) and safety (5). The GCD described the relationship with God she wants to 
impart to those under her leadership: "I hope we would communicate the joy and the 
excitement and the value of having a personal relationship with God" (GCD Interview 
Transcript, p. 10). The BCD describes the value put into holistic learning: "We want 
camp to be a place where kids are listened to and where kids are encouraged to say what 
they are thinking...and to explore new opportunities...and challenges" (BCD, Interview 
Transcript, p. 16). The BCD mentioned that a part of fun was to play for play's sake and 
for no other reason. 
There were a few other values that were common among the leaders. One was a 
respect for and a relationship with creation (3). "In using our physical bodies or having a 
good time playing sports or using the waterfront, enjoying swimming, those kind of 
things are appreciating creation and we value that" (LCD Interview Transcript, p. 12). 
11 See footnote #6, p. 61 
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Several leaders expressed the importance of leadership development (3). The WCD 
partly measured his success based upon leadership development: "I measure my own 
success a lot of ways in terms of whether...they [campers] want to come back to camp 
and then develop their leadership skills farther" (WCD Interview Transcript, p. 13). 
Integrity (3) and skill development (3) were two other values that some of the leaders 
found to be important. 
Other values mentioned by the leaders that were not as common included: running 
a good camp, servant leadership, transformation, community, developing self-esteem and 
having pride in one's work, developing relationships with others and love. 
Two leaders said that their own values did not differ from the camp values. 
Several leaders identified modeling Christ-like behaviour (3) as a value that they thought 
was important but was not necessarily a specific camp value. The LCD describes this 
value: 
If I can find people who are able to demonstrate a mature and healthy 
faith in a sports game or in a canoe trip.. .if I can expect the staff to do 
that, it's really valuable for.. .sharing and teaching the campers what it 
means to live as a Christian.. .the expectation to care and focus on other 
people within a game or a stressful canoe trip" (pp. 11&12). 
Several leaders described a desire to teach biblical values that they determined 
through reading the bible, and the importance of time specifically set aside for prayer (3). 
Other leaders also expressed a need to specifically cater to the needs of the demographic 
population of their particular camp (3). For example, at girl's camp, the GCD created 
bible studies and discussion groups on body image. 
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After an examination of the values that the leaders felt were important, the leaders 
were asked to explain how these values were transmitted to those that they led. In 
describing where these values come from, the LCD had this explanation: 
There is a certain core culture that is maintained by...learning the values 
and being shaped by the values and then instilling those values in other 
people as they're there. So what a part of our values are...it's not as 
much a decision about what it's going to be, it's sort of joining in 
something that is already existing and moving...it's its own entity 
sometimes (LCD Interview Transcript, p. 13) (4). 
The source of these values was also described as coming from their own values 
(2); related to this idea, several leaders said that they were hired because their values fit 
in with the camp values (3). Biblical values, as gained through prayer and the reading of 
the bible (4), were another place the camp's values came from. The consensus, however, 
was that the leadership team of the camp (PCD, PDP and individual camp directors) 
shaped the vision of the overall camp (4) and then the leadership team of each camp 
further refined that vision for each individual camp (5). 
In terms of a relationship regarding physical and Christianity, none of the leaders 
were able to indicate specifically how the senior leadership team would pass on a vision 
of how to approach such a relationship. The LCD did say this about the trippers (canoe 
trip leaders): "I'm sure the trippers who lead the canoe trips have a better sense of...how 
faith and, and canoe tripping interact and that's a part of their role is to think about it 
more and to be immersed in that" (LCD Interview Transcript, p. 14). The GCD director 
also said that an idea of a physical activity/Christianity relationship is always in the back 
of the leader's minds. However, when asked about what help he got from senior 
leadership about a vision for a physical activity/Christianity relationship, the WCD said 
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"That would be really valuable but that's something that's not happening" (WCD 
Interview Transcript, p. 13). 
The transmission of the values mentioned above is done in four major ways. 
Most commonly, the appropriate values are modeled and informally lived out (4). This 
transmission opportunity was mentioned specifically in relation to a physical 
activity/Christianity relationship. Campers and leaders were given opportunities to live 
out their values while on canoe/hiking trips: "The more time you spend out in the 
wilderness, the more chance they [the campers] get to actually try out things themselves 
and really kind of get their hands dirty" (WCD Interview Transcript, p. 13). These values 
are also transmitted through the development of open relationships (4), through pre-camp 
training (3) and formal meetings throughout the course of camp. 
The leaders ensure those that they lead are competent through a supervisor/care 
giving structure (4). Each person who works at camp has a care-giver and a supervisor 
who make sure that each leader is doing his/her job properly but also ensure that each 
person is healthy (in a holistic sense) in his/her leadership position. When appropriate, 
the camp leaders speak directly to another leader or camper (2). Also, two leaders 
mentioned that choosing their leaders wisely allows them to ensure they have good 
leaders. 
Analysis 
The relationships between physical activity and Christianity 
The area of largest agreement among all the leaders in terms of a relationship 
between physical activity and Christianity was in the spiritual nature of being active in 
12 In this section 'all leaders' refers to the PCD, the PDP and the individual camp leaders as one entity. 
the wilderness. Canoe trips are a common activity at almost all of the camps; the primary 
activities on these canoe trips are physical, including canoeing, portaging and other 
camping activities. The leaders commonly described being out in creation as a place 
where one could connect with God and learn to appreciate the world that He created. In 
addition, they described the wilderness environment as a place ideal for prompting 
spiritual discussion as a result of these connections. They also agreed that this 
relationship happened both on the camp site, as well as on out trips throughout the 
Ontario Parks system. 
There was also a consensus among the leaders that other physical activities are a 
good place where campers can learn about God. This learning was described as coming 
from discussions prompted by the activity, lessons learned from the activity (i.e., respect 
for others) and learning values modeled by the leaders during the activity. 
The consensus on the value of wilderness in teaching Christian spirituality can be 
explained in part by the leaders' experience in physical activity. All of the leaders cited 
being physically active as children and described the outdoors as an important part of 
that. All of the leaders also grew up in what they described as Christian homes. Thus, it 
is easy for them to look for ways to further accomplish their goals (i.e., the six 
commitments), by leading in a Christian environment dominated by the wilderness. 
The PDP and the individual camp leaders both described their life as occurring in 
many ways (physical, spiritual, emotional and social; or mind, body and soul); as a result 
of this creation, they felt that the spiritual could not be separated from any of the other 
aspects of life. They also mentioned that each person is responsible for taking care of 
him/herself in each of those integrated aspects. The PCD had a similar view described in 
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a simpler manner; he said that when one is disciplined in his/her physical activity he/she 
is also disciplined in his/her spiritual life. 
Similar to the previously discussed connection with the wilderness, leaders who 
have been involved in physical activity in the formative years of their life have an 
inclination to use this environment to further the camp goals. Also, leading in an 
environment that has a majority of activities being physical lends itself to using those 
activities to achieve spiritual goals. Being involved in secular physical activities growing 
up, the leaders would have likely been in an environment where sport was used to teach 
certain values (i.e., teamwork); therefore, using physical activity to teach Christian values 
would be a similar idea. 
Giddens (1984) indicates that the actions of people are affected by the boundaries 
they perceive are around them, which shape what they think is possible. In this case, the 
possibility of physical activity as a forum to teach spiritual lessons has been created by 
past experiences in physical activity, at camp and in Christian environments. 
The PDP and the individual camp leaders had similar opinions. A few of the 
individual camp leaders agreed with the PDP in viewing physical activity as a form of 
worship. The joy and the physical expression of physical activity are a way for 
individuals to express their reverence for God and appreciation for their own existence, 
similar to other forms of worship. Growing up, the above leaders participated in secular 
physical activity, therefore, it is likely that at camp they recreated physical activity in the 
same way; just as they did when using physical activity to teach spiritual lessons. There 
is not a worship component to secular physical activity, therefore, it would be less likely 
that the leaders would have knowledge about or the thought process to use physical 
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activity as an act of worship. However, because worship is a common religious activity, 
it is still possible that physical activity would be used in such a way. Again, the 
boundaries of what the leaders think is possible is created by their prior experience in 
Christian settings. 
Several individual camp leaders expressed that winning was not an important 
focus in the physical activities at camp. This coincides with most of the other 
relationships between physical activity and Christianity described above, because the 
goal of physical activity is repeatedly described as a means to a spiritual end; this end 
would replace winning as the end goal of physical activity, as it is in today's dominant 
model of sport (Coakley, 2004). This outcome indicates the stronger of two opposing 
experiences on how the camp experience is created. The spiritual lessons of relationships 
and caring for others outweighs the dominant sports model's focus on winning. This is 
not a surprise, because developing relationships is one of the six key commitments of the 
camp that are unanimously agreed upon by the camp leaders. However, I only examined 
LIT and AC, therefore, it is possible that this ethos did not dominate at the other 
individual camps. 
The physical activity and Christianity relationships outlined above fall into the 
immersion category of physical activity/Christianity relationships (Ginter, 2004). 
Physical activity in the wilderness is described as having meaning in the spiritual realm. 
Also, the leaders very clearly state that one cannot disconnect physical activity from the 
many other aspects of life and they also state that at camp they attempt to serve the 
camper in a holistic way. This will be explained in greater detail in the values section of 
the analysis. 
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Concerning the strength of the immersion approach to the connection between 
physical activity and Christianity, most of the leaders were very similar in their views. 
This can be explained partly by the length of service the leaders had in the organization. 
All of the leaders had been at OPC for at least 3 years at the time of the interview. Three 
of the individual camp leaders and the PDP had been to OPC as campers. The PCD, 
despite not having gone to OPC as a camper, had known and been friends with the 
previous camp director and his family for many years prior to him taking over as the 
director. Being exposed to the culture of camp played an important role in the shaping of 
the leaders' views on a physical activity and Christianity relationship. 
The social construction of the relationship between physical activity and Christianity 
There is agreement among all the leaders at OPC about the holistic nature of their 
ministry, and as a result they all agree that the physical activity that happens at camp goes 
beyond just having a physical benefit. The factors that contribute to or take away from 
the camp's ability to holistically develop campers and leaders, can be narrowed down to 
rules and resources. 
OPC is a non-profit organization with an operating budget of a half million 
dollars. The budget comes from camper fees, donations and bringing in school groups in 
the off season. Each individual camp leader is given a budget for the operation of his/her 
camp. The one source of finances that the individual camp leaders did not mention was 
revenue gained during the offseason operation of the camp. The PDP and several of the 
camp leaders said that the budgets that they have are not enough and affect the quality of 
the program that they are able to provide. Several of the leaders said that they could run 
a successful camp with a budget that was less than ideal but acknowledged that more 
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money would provide for more new or 'unique' physical activity opportunities that keep 
campers coming back. Alternatively, the PCD said that financial resources were not a 
hindrance to any of the programs. Overall, financial resources were cited as having a 
small effect on the relationship between physical activity and Christianity. However, the 
PCD did show less of a concern for financial shortcomings than the PDP and the other 
leaders. The PDP said that the camp has a lot of ideas but not as much money. 
Therefore, the leaders would be able to create better opportunities for connections 
between physical activity and Christianity if they had a larger budget to work from, but 
they were able to create satisfactory opportunities without it. An example of this 
situation was when the camp had to limit the number of groups they sent out on out-trips 
because they could not afford the increased cost (the whole situation is explained in the 
material resource section). 
This difference in opinion on the financial situation can be traced to power 
relations. As someone in a greater position of power, the PCD has difficulty completely 
understanding the situation of the leaders below him. Most likely, he understands that 
more money would be more beneficial to each individual camp. However, the difficulty 
he faces could be a misappropriation of funds because of a lack of understanding of each 
camp's specific needs. 
The individual camp leaders and the PDP felt that human resources played a more 
significant role in the execution of the main goals of camp at OPC than financial 
resources. This is tied closely to the importance of the physical activity/Christianity 
relationship, because the holistic development that is accomplished through physical 
activity (see analysis section 1) requires quality leaders: "we need good examples of 
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people who are good at the physical aspects of camp...and who integrated their faith into 
those things too" (LTD Interview Transcript, p. 7). Human resources are separated into 
two categories: people and the intra-personal qualities of those people. 
OPC has 30 year round staff (all leaders in this section are a part of that number) 
and 300 staff during the summer. Almost all of the individual camp leaders, the PDP and 
the PCD agreed that the LIT program was the biggest contributor to creating staff 
members for the camp. LIT is a camp that is formalized to teach teenage campers, very 
specifically, how to lead and serve at camp. Since three of the six individual camp 
leaders went to LIT and a fourth is the LCD, a common view on physical activity is not 
surprising. All of the leaders agreed that the majority of the rest of the camp leaders 
came from the individual camp leaders' network of friends, family and other contacts. 
These people were chosen for their 'fit' at camp. Several leaders came to camp for the 
first time through the networks of other leaders past and present, because they were told 
they would enjoy camp and would 'fit in'. This, again, would contribute to similarity 
among leaders in views on physical activity and Christianity. 
The most specific example of a directed effort, through human resources, to 
contribute to the effectiveness of the relationship the camp was creating between physical 
activity and Christianity was the creation of a camp-wide curriculum. This was described 
by the PDP, the PCD and some of the individual camp leaders. The camp hired an 
individual to create an activity-based curriculum "to address both the skill-based idea and 
meshing that with the greater ministry of what's going on at camp" (GCD Interview 
transcript, p. 5). The ACD mentioned that this curriculum has less of an effect on AC 
because their campers are not able to participate in all the activities to the same degree 
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because of their age. However, GC and BC are the two largest individual camps on site 
and are the main users of this curriculum. In fact, at LIT, the leaders go to Boys Camp or 
Girls Camp sites to be taught the curriculum. This common curriculum would also 
contribute to a uniform view on physical activity and Christianity among leaders. 
However, the curriculum is new, so its effect is likely not widespread, as older leaders 
already have their ways of teaching the different sports. While teaching canoeing at 
Adventure Camp I noticed this exact phenomenon. We were given the curriculum before 
we started teaching but were given no specific direction on it. I noticed that many of the 
other teachers did not use the curriculum and when I asked the leader who was in charge 
of all the boating activities various questions about the curriculum, she did not have many 
answers because she said that she had never actually taught from the curriculum. 
Examining the intra-personal qualities of the leaders at OPC provides some 
insight into how the physical activity and Christianity relationship is created. Three of 
the six individual camp leaders, the PDP and the PCD all agreed that prayer and a 
reliance on God for direction at camp was critical for success in achieving their goals. 
The PDP also mentioned that while alumni at the camp provide support financially and 
materially, they also lend their support through prayer. They are asked to do so through 
two specific means: a newsletter is sent out and it is mentioned at camp gatherings (i.e., 
service at chapel point); through both of these means the PCD and others ask for prayer 
from their supporters. 
The individual camp leaders and the PDP agreed that they ask a lot of the camp 
staff. They want a staff that is passionate about their mission and that will work long 
hours in very physically, emotionally and spiritually demanding circumstances. To 
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successfully teach the camp's connection(s) between physical activity and Christianity, 
the staff needs to be able and willing to put in long hours in a physically demanding 
environment to teach but most importantly (as indicated in the values section below) to 
model the appropriate behaviours in regards to faith in physical activity. Three of the 
individual camp leaders mentioned that this gruelling schedule, combined with a general 
lack of knowledge (spiritually and physically), had a negative affect on the quality of 
their individual camp program. However, the BCD said that part of OPC's ministry is to 
help young people to grow, therefore, this is something he does not mind dealing with. 
The difficult circumstances can be used to teach the young leaders many values. 
This is very similar to the idea of using physical activity in the wilderness to teach 
spiritual lessons, in that physical difficulties (i.e., fatigue) can be used as a time for 
discussions and lessons on the proper spiritual approach to these situations. For example, 
on an LIT canoe trip, one of my fellow leaders was portaging with a student who was 
having a very difficult time and started to cry and wanted to quit. The leader, as she 
explained later, would not let the camper stop because she wanted the camper to learn to 
be able to push through and deal with difficult circumstances. 
In contrast to the individual camp leaders' agreement on human resources as the 
most critical resource at camp, the PCD emphasized material resources (i.e., camp site) as 
the most critical component in the camp's ability to construct the relationship between 
physical activity and Christianity. However, the individual camp leaders and the PDP did 
agree that the camp property played an important role in developing a relationship 
between physical activity and Christianity. There was unanimous agreement among the 
leaders that the camp grounds were very beneficial in helping create relationships 
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between physical activity and Christianity. The camp consists of 1200 acres of land, on 
two lakes, more than 200 buildings, four completely separate camp sites, an actual 
camping site and numerous cabins and wooded areas. The PCD said that God speaks 
through the camp and its wilderness environment and that is a very powerful tool for 
teaching campers. 
The majority of the camp's activities are physical activities done outside without 
power. Therefore, the appreciation of creation, most often, is enacted through the 'doing' 
of physical activity. 
The interplay of the human and material resources outlined above typifies duality 
of structure. The fact that the camp has so many material resources at its disposal to 
create an environment of physical activity and faith, attracts many campers and leaders to 
experience it. But then these campers become leaders and the leaders continue to shape 
the experience for another generation of campers. Alumni not only shape camp directly 
through their leadership, but also indirectly through their donations of time, money, ideas 
and prayer. Therefore, the camp shapes the relationship between physical activity and 
Christianity that the leaders live out, but the leaders (and alumni) also play an important 
role in shaping that relationship for themselves and others. Leaders who used to work at 
camp are often invited back to camp to speak to the new leaders, to pass on advice to the 
new leaders but also to give the leaders a perspective on the culture of the camp. Several 
of the leaders and the PDP mentioned this practice. An important point that emerges 
from this analysis is that this is another way that the camp personnel are able to teach a 
physical activity/Christianity relationship. This relationship is taught informally; there is 
an expectation that the leaders will just 'get it'. 
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One of the material resources, identified only by the PDP, involves a limitation. 
OPC uses the Ontario Parks system to send their campers out on canoe trips. Ontario 
Parks has recently reduced the maximum group size that is allowed on one camp site, 
which alters the traditional OPC canoe group. A typical group consisted of two cabin 
groups, each with 4 campers and a leader. Now, the maximum group size has been 
reduced from 10 to 8, which does not allow cabin groups to go together. Due to the 
importance of community and relationships at OPC, they will always keep cabin groups 
together: 
The immediate result of that change was that it effectively cut the 
capacity of our tripping program and trips...[they] are one of the places 
where we see that connection between physical activity and faith, and 
transformation of faith and of kid's understanding (PDP Interview 
Transcript, p. 11) 
Since this is the major avenue through which OPC teaches and promotes a very 
purposeful relationship between physical activity and Christianity, at least temporarily 
this rule will have a negative impact on the overall ability of the camp to create this kind 
of relationship. 
Rules 
The relationships that the leaders create between physical activity and Christianity 
are affected by rules. I will first look at the effect formal rules had on this relationship. 
All of the leaders agreed with the PDP: "I would say the single biggest reason for rules at 
camp is for safety" (PDP Interview Transcript, p. 11). Most of the rules identified by the 
leaders were connected to safety of the campers. These rules came from within the 
organization (i.e., risk management policy, staff manual) and from outside the 
organization (i.e., WSIB, OCA, the Red Cross). The PCD and the PDP were able to 
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identify many more of the organizations that had rules governing OPC's program than 
the individual camp leaders. The PCD described the necessity of these rules as relating to 
'keeping the standard' of the programs. The individual camp leaders, when asked what 
the reason for the rules were, cited safety as their chief concern. Although three leaders 
expressed agreement with the reason for the safety standards, two leaders mentioned that 
they felt the rules and concerns with safety took away from some of the fun and 
challenges of camp. These rules take away the opportunity for leaders to participate in 
activities that the campers would enjoy, which would then help the leaders to teach the 
relationship that they desire to create between physical activity and Christianity for the 
campers. For example, the WCD said that when they are out on canoe trips there are all 
sorts of opportunities for jumping into the water from high rock faces, but most often 
they do not allow it because it is too much of a safety risk. The connection in this kind of 
activity could allow campers to learn about courage and trust. 
The rules from outside organizations that OPC abides by are followed for 
practical reasons, but they are also adhered to because in order to be perceived as a safe 
place for parents to send their children, OPC must submit to more universally accepted 
standards. This situation can be related back to an issue of power relations. The power 
to determine the standards of operation for a specific activity or area of activity is held by 
large organizations, like the Red Cross, which have the means to enforce the rules they 
have created. Organizations like OPC must agree to the standards or risk losing 
respectability or authority to run such programs. This is a choice that OPC makes within 
the boundaries created by these other organizations. Therefore, the way physical activity 
is taught at OPC is heavily influenced by many of these governing organizations. OPC 
did take an important step in bringing a Christian influence to their physical activity 
curriculum by hiring someone to develop a curriculum based on the standards of the 
outside organizations and based on the camp goals of faith and fun. The standards held 
by outside organizations for physical activities are generated within secular 
organizations; therefore, this curriculum allows them to be able to create a unique 
program that fits their faith goals. Despite being in a position of less power than these 
outside organizations, OPC was able to use their unique position of power to create a 
program that fit their needs. 
Informal rules are the second type of rules I examined. At OPC, all but two of the 
camps maintain a practice of giving camp names to all its leaders. Both the PDP and the 
PCD acknowledged that these names were used extensively at camp; the PDP even had a 
camp name from his days as a leader. All the leaders agreed that a great amount of 
sacrifice and effort is expected to be put into developing and maintaining relationships 
with the campers and other staff. As was mentioned in the section on the relationships 
between physical activity and Christianity, these relationships are developed through 
many different forms of physical activity. "I think the great thing about encouraging 
friendship is that there are so many facets that we can connect with people on and one of 
those is physical activity, through playing games together, and going on hikes together 
and going on canoe trips" (GCD Interview Transcript, p. 9). The PDP expanded on the 
price of developing these relationships; he said that the camp could not possibly pay all 
the leaders for the amount of time and energy they put into the camp because so much is 
expected from them. From his experience, he added that this sacrifice can be very 
rewarding. The PCD indicated that there is an informal expectation that all the leaders be 
an active member of a church and also spend time in prayer and bible study, building 
their faith when they are not at camp. He also points out that many of these expectations 
are found within many Christian circles. 
The above informal rules are a part of a set of naturalized beliefs about the values 
and expectations of camp. All leaders at camp are expected to give a lot of time and 
energy with little or no compensation. They also are expected to behave in a manner 
consistent with the camp's values all year round, whether or not they are at camp. They 
learn about these behaviours from seeing it while attending camp and they learn about 
how it is done and how important it is at LIT; once the leaders get on staff, they 
reproduce these same behaviours. If the leaders choose not to follow these expected 
values and behaviours at camp, they are directed through the supervising structure of 
camp to correct their actions. There is also evidence of some power relations within this 
structure. The campers and potential leaders are in a position of less power as compared 
to their leaders, and therefore are very likely to fall in line with what is taught at camp. 
This makes the leaders' jobs much easier. 
The informal rules of camp are very closely connected to both the formal rules 
and the values of both the camp and the leaders. The PDP described that, in his 
experience, he learned a lot about the camp informally from attending and being trained 
in LIT, so when he read the staff manual all the rules made sense to him. The PCD goes 
on to talk about the importance of physical activity in this process; he says that because 
camp is so physical, campers are able to see the actions of their leaders all the time and 
he noted that modeling is a great way to influence the lives of the campers. The PCD also 
said that beliefs about how to act as a camp leader come from a cultural understanding 
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that exists both at camp and within the larger Christian community. Therefore, being in a 
Christian environment is also a contributor to the shaping of the leaders' beliefs at OPC. 
The foundational values of the camp were very closely connected to the informal 
rules, which often became formal rules after a period of time. An example of this was a 
story related to me by the PDP, the PCD and several of the individual camp leaders. Fun 
has been a cornerstone of camp for as long as most of the leaders have been around, so 
when the leadership team looked at their commitments, they realized the importance 
placed on the campers having a good time. Therefore, fun became one of OPC's six 
commitments. This formal rule, which was once simply an informal rule, has become 
one of the foundational values of the camp. In keeping with duality of structure, it is 
important to note that some values came from rules and some rules came from values, but 
also some values and rules developed independently of each other, despite ultimately 
teaching the same concept. Servant leadership is a good example of the latter possibility; 
servant leadership as a way of leading has been promoted at the camp for a long time. 
More recently the PDP and the LCD have done reading on servant leadership to help 
formalize the teaching of servant leadership. 
In keeping with the process just outlined above, many of the camp values 
described by the leaders were closely tied to some of the formal and informal rules. 
There was unanimous agreement among all the leaders that the six commitments 
encapsulated the camp's values. Each individual camp leader had one or two other 
values that he/she felt were different but important in specific reference to his/her camp. 
Of the six commitments, there was a unanimous focus among the individual camp leaders 
on three of those values: teaching others to have a relationship with God, holistic 
learning/growth and fun. The last two values are very closely connected to physical 
activity and faith. When the leaders made reference to fun, they almost exclusively 
referred to games or other forms of physical activity. The most common description of 
holistic growth described campers' holistic learning on canoe trips. A relationship 
between physical activity and Christianity is thus evident in the values of OPC, as 
reflected in their six key commitments. 
Another set of values emerged from my findings; these were values that leaders 
described as their own personal values. Three individual camp leaders felt that modeling 
Christ-like behaviour was important and another three also felt that leadership 
development was important. The PDP described valuing stewardship of the resources 
that he has been put in charge of, and stewardship of the relationships he has with other 
people at camp. The PCD described two personal values; he expects a lot from the 
people who work at OPC and expects them to do this unselfishly. All of these values, 
however unique to these individual leaders, are very similar to OPC values and to the 
formal and informal rules described by other leaders. Modelling is a good example of 
how these personal values of the leaders are connected to the camp's values. As is 
indicated in sub-problem #2, modelling is clearly the most popular way that values are 
passed on at camp. The connection between these values reinforces my previous 
conclusion about the agreement among leaders when it comes to values. This also 
suggests that most of the leaders have internalized, and thus live out the values of OPC or 
their own values are in line with the camp values. Both of these conclusions are 
supported by the comments of the individual camp leaders. One camp leader said that 
s/he was hired because his/her values fit in with the camp. Other leaders said that they 
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believed in the mission and value of camp or they were told by others that their beliefs 
and values would make camp a good place for them to work/volunteer. 
Several values specific to physical activity were mentioned by the leaders. The 
PCD mentioned that he valued fair play, and that the camp intentionally tries to deliver a 
low-tech physical activity program to combat the sedentary lifestyle of children. Three of 
the individual camp leaders expressed the importance of skill development for campers. 
These findings suggest that physical activity is often used as a tool to teach many 
different values. Looking at the values of OPC, most of them are related to the Christian 
faith and most of the values are intended to be modelled through the multitude of 
physical activities at the camp. As mentioned in the physical activity/Christianity 
relationship section, canoe tripping was the most significant example of this process. 
Transmission of Values 
The next step after looking at the values and rules of camp is to determine how 
these values get passed on to the other leaders of camp. The values of the camp are 
determined for the most part by the leadership team (i.e., all the leaders examined in this 
sub-problem). The individual camp leaders seek the opinions of others at their camp to 
get clarity on the outcomes and consequences of their decisions and then bring those to 
the leadership team. The leadership team also seeks feedback from parents and focus 
groups. Officially, the leadership team comes up with three things annually to focus on 
in terms of shaping the next year of camp. Lastly, there is agreement among all of the 
leaders that through prayer, they ask God to guide and show them the direction He wants 
them to go. The PCD describes all of these values as coming from a deep understanding 
of their organizational identity. The LCD also said that a decision about values does not 
always involve a choice by the leaders, but more of a joining to something that is already 
existing and moving. 
This is power embedded within duality of structure. The history of the camp, as 
created by campers and leaders, shapes the culture of camp up until the present and the 
people who join are influenced by these values and then they go on to influence the 
ongoing history, that continues to shape the direction of the camp. The leadership team 
has the most influence on what becomes a part of this ongoing history because of their 
position of greater power. However, there is a place from which others have some power 
to shape this process. The parents of the campers and the campers themselves are able to 
shape these decisions because they have the power to decide whether the camp is going 
to have campers or not. Therefore, the OPC leaders have to follow many of their wishes 
because ultimately they want and need campers to come to camp. 
There was unanimous agreement among the leaders that modeling was the major 
avenue through which the values of camp were transmitted. There was also agreement 
that pre-camp training, an on-line training module and senior staff training played a 
significant role in transmitting these values. Formal and informal meetings between 
leaders and their supervisors were another way that values were passed on. Every leader 
at OPC has a supervisor to whom he/she is supposed to answer. Lastly, the PDP and the 
individual camp leaders agreed that developing relationships with campers who then 
initiated discussion, was a key way to transmit camp values. The PCD did not mention 
this directly. However, he did at another point in the interview agree with the benefits of 
building relationships with campers and staff. The reason he did not mention this could 
simply be because he makes decisions and passes them on to the other leaders to actually 
carry out, so his ways of transmitting values is much more formal. 
Specific to a relationship between physical activity and Christianity, there were 
not any specific practices around informing leaders how to approach such a relationship. 
Four of the individual camp leaders expressed that the vision for the camp came from the 
PCD and the leadership team, but they did not express specifics about physical activity. 
One leader indicated that specific direction in this matter would be very valuable but it 
does not happen. The LCD did say that the canoe trippers were more likely to teach the 
specifics of this kind of relationship, but no one said that the trippers actually taught 
anything specific. The PDP expressed a hands off approach to teaching the relationship: 
".. .if you have any.. .significant level of commitment to.. .Christian camping.. .you 
already have some idea or some philosophy of how physical activity and faith connect 
together". The PCD did not cite any specific ways that a particular view on a physical 
activity/Christianity relationship should be conducted. The only specific reference on 
how to approach such a relationship was described by the LTD, who said that at LIT the 
leaders are debriefed as to why they take the LIT's on a canoe trip, and a large part of that 
purpose is to connect physical activity and Christianity. 
Despite the belief by the leaders at OPC that the relationship between physical 
activity and Christianity is important, there are very few formal processes through which 
this relationship is taught. The first reason for this could be because all the leaders have 
mostly internalized and accepted the reasons for a connection between physical activity 
and Christianity. This would mean they then assume it is evident through their actions 
(and the actions of other fellow leaders) towards others how to approach a relationship 
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between physical activity and Christianity. This can be explained by hooks (1990), who 
says that those in a position of greater power can have a more difficult time 
understanding those in a lesser position of power. It is also in agreement with Issac et al., 
(1994) who found that managers were not able to understand what was fundamentally 
important to their employees. 
There was universal agreement among the leaders on how they ensured that the 
leaders do live out the values taught. All the leaders have supervisors and the camp 
director is required to step in if the supervisor is unable to deal with the situation 
properly. This agreement on the accountability process provides further evidence that the 
physical activity and Christianity relationship(s) at OPC is not something they believe 
needs to be formally taught. This is because they are very thorough in the accountability 
process for behaviour and values of the leaders, but relative to a physical 
activity/Christianity relationship they are not as concerned about the transmission of 
those values. This could be because they believe that there are not moral consequences to 
misinterpreting a physical activity and Christianity relationship although there is with 
other behaviours. Several leaders spoke about not focusing on winning because they felt 
it was not the goal of physical activity. However, this was the only incidence I found of 
this connection being made. Therefore, I believe that the lack of formal teaching of 
physical activity/Christianity relationships is a mistake on the part of OPC. 
The naturalized beliefs of the leaders at OPC also help to explain why particular 
methods of connecting physical activity to Christianity are not formally taught at OPC. 
When a leader has a fairly easy time connecting the two ideas from their experiences, 
their practical consciousness would lead them to assume that it is not necessary to teach 
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that which is intuitive. As will be explained in sub-problem #2, this intuitive knowledge 
was not found in the lower level leaders. This finding suggests that while this knowledge 
was assumed to be intuitive, it has not turned out to be so. 
The relationship between physical activity and Christianity among the top leaders 
at OPC is more similar and well thought out than I first anticipated and is also more 
uniform than I first anticipated. There is an agreement on a philosophical level; however, 
there is not much uniformity or formality when it comes to the execution of that 
philosophy. As I mentioned in my directional proposition, an immersion approach to 
physical activity is desired by the leaders, but a situational approach emerges because of 
a lack of formal teaching about a link between physical activity and Christianity. 
Sub-problem #2 
Introduction 
In sub-problem #2,1 investigated how various leaders at OPC socially construct a 
physical activity/Christianity relationship in comparison to each other. To explain this, 
data from six interviews were sorted into five categories. These categories are: 
experience, physical activity and Christianity relationship, resources (financial, material 
and human), rules (formal and informal) and values. Data from my participant 
observation were synthesized into the same five categories and when appropriate, data 
from the document analysis were added. The physical activity and Christianity 
relationship provides a basis for what each leader believes in light of that relationship. 
Experience and resources help explain any differences or similarities in opinions while 
the transmission of rules and values will show how, why and what values are passed on at 
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Adventure Camp (AC) and Leaders In Training (LIT). The transmission of the dominant 
values of LIT and AC provides a context for understanding about a physical activity and 
Christianity relationship. 
The data is reported through eight profiles. The profiles consist of: the adventure 
camp director (ACD), an adventure camp leadership team member (ALM), an adventure 
camp counsellor (ACC), my participant observation from adventure camp (AC), the 
Leaders in Training camp director (LCD), a leaders in training leadership team member 
(LLM), a leaders in training counsellor (LC) and my participant observation from 
Leaders in Training camp (LIT). A ninth profile, a profile of the senior leadership, will 
be used from sub-problem #1. The senior leaders' profile is compared with each of the 
profiles from Adventure Camp in one section of the analysis, and with each of the LIT 
profiles in a second section. The participant observation profiles are used to compliment 
existing data. In the analysis, the rules and values categories are combined because of a 
relationship that emerged between these two categories. Lastly, a summary outlines 
conclusions and any common themes or unique differences between LIT and AC. 
Results 
LIT Camp Director 
Experience 
The LCD's family was not heavily into sports, but as he got older he became 
more and more involved and followed his older brothers into sports. He played football 
in high school and university. He participated in canoe trips once he was in university 
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and once he started to get involved with OPC, he became more involved in various 
physical activities. 
The LCD grew up in a Christian family and went to Christian schools right up 
until university; he said his faith was an important part of his life. He went to a public 
university and felt his faith was not at the forefront of his mind when he first got there, 
but through a few players he met on the football team he moved through a process where 
he ended up recommitting his life to God. The friends he made through this process at 
IVCF led him to volunteering at OPC in Boys Camp and Adventure Camp and then being 
asked by the PDP (the LCD at the time) to work at LIT. He went on to work at a web 
development company for a couple of years, then quit and went back to school to study 
theology. While in school, he was offered the position of LCD and took that job in 2004. 
Physical Activity and Christianity Relationship 
The LCD had many different insights on how a relationship between physical 
activity and Christianity could function. His insights included the holistic nature of a 
person; he said that God designed us to be physical, just as he designed us in other ways, 
so we cannot ignore that part of our existence. He went on to connect those ideas, saying 
that he feels when he is playing sports he is being more of what God wants him to be. In 
the interview, he said that "sports can be glorifying to God". The LCD stated that 
winning was not important in his view of physical activity because he wanted to use 
physical activity to be inclusive, to give people self-confidence and to care for others. 
Thus, he saw the benefit of physical activity as creating an environment that opens up 
opportunities for good relationships between people, and also as an environment that can 
be used to teach campers (and others) how to spiritually deal with different life situations. 
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He said that physical activity in all of these capacities allows a person another means 
through which to live out his/her faith. Lastly, the LCD addressed physical activity in the 
outdoors as a means through which to appreciate God's creation by physically involving 
oneself in it and not just viewing it from afar. 
He expressed that he wanted physical activity to be more than just a time filler but 
rather a meaningful time in the spiritual development of the camper. Ultimately, his 
overall view on these relationships was explained through a statement he made about the 
role of physical activity in one's faith: "Faith is not just something you say, but it's how 
you act" (LCD interview transcript, p. 11). 
Resources 
The financial resources that the LCD had access to came through his budget, 
which comes from campers' fees and, to a lesser extent, donations. The material 
resources that the LCD had access to were the waterfront, the large amount of property 
the camp is located on and the courts/fields that were built on that space. The camp has a 
lot of equipment that is used to take the campers on canoe trips. Often, when the LIT 
camp needs equipment they will get it in the form of a donation. The people (human 
resources) that the LCD hires must be mature and experienced leaders because they are 
teaching future leaders how to lead. He also likes the leaders he hires to have an 
appreciation of the outdoors and to be good examples to the campers of how to live out a 
relationship between physical activity and Christianity. Many of the leaders that work at 
LIT have worked at the other OPC camps before coming to LIT. The other leaders come 
from connections the LCD or his staff has at churches, or from within their circle of 
friends. 
The LCD indicated that a lack of financial and material resources at his disposal 
has a negative affect on his ability to create the relationship between physical activity and 
Christianity that he desires. He cited a basketball court as an example. Basketball is a 
very popular activity with the campers and staff and could be used by staff to teach and 
be an example to campers of how to live a Christian faith; however, there is not one on 
the LIT camp site. In comparison to the other camp sites at OPC, LIT's facilities and 
grounds are small. However, the biggest obstacle created by the lack of funds for the 
LCD is that he is unable to give very much money (if any) to the staff that he hires to 
work at camp. He went on to say that because his staff is typically older than most of the 
rest of the camp's staff, money is more of a factor when a potential leader is deciding 
about whether or not he/she will work at LIT. 
Rules 
The LCD described several formal rules that the camp followed; for the staff, the 
camp had a code of conduct, a statement of faith and a staff manual. The LCD also 
mentioned there were many different procedures in place at camp and on canoe trips to 
ensure safety for everyone. In addition to these procedures, the camp had National 
Lifesaving Society (NLS) certified lifeguards and similar certifications in other areas. 
When asked about informal rules, the LCD described a very defined camp culture. The 
leaders at camp are very good at being focused on other people. Younger staff are 
expected to be cooperative and obedient to senior staff and the younger staff also spent a 
lot of their time learning by watching the behaviour of older and more experienced staff. 
The informal rules have a positive effect on how the LCD is able to create 
relationships between physical activity and Christianity, because when the more mature 
staff are able to model the appropriate behaviours of how to approach physical activity 
from a faith perspective, it provides a great learning opportunity for the campers. Also, 
when this culture is very clearly defined, it is easily passed on to the leaders who are in 
the LIT program but perhaps a bit less experienced. 
Values 
The values that the LCD thought were most important at OPC were fun, caring 
for people holistically, investing in relationships with people, a relationship with God and 
safety. Even though he did not specifically mention in the interview the six commitments 
of the camp, the values he mentioned align with the six commitments. However, in 
training he did make a point of mentioning the camp's six key commitments to the new 
leaders. Other values the LCD mentioned that were important at OPC were learning 
from others and community. 
Specifically relating to LIT, the LCD mentioned several values that were 
important to the program. These included: having complete, full relationships with 
people, appreciating God's creation, promoting a positive self-image (through Christ), 
integrity, leadership development, personal growth, teaching, excellence and social 
development. 
Relating specifically to a physical activity and Christianity relationship, the LCD 
mentioned appreciating creation and social development as important areas. The canoe 
trips were the key avenue through which campers were taught to appreciate creation; all 
physical activities were a place where social development took place. The LCD 
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identified a wide range of people who had an influence on what values were emphasized 
at LIT. The tradition and core culture of camp was described as having the largest impact 
on values. The LCD said that when he decides what values are going to be taught, he is 
joining in with existing core camp values, rather than creating new ones. 
The LCD did mention several other ways that the values are determined on a year 
to year basis. The PCD and the PDP provide an overall direction for the camp that is 
applied to LIT. The camp directors share ideas with each other. LIT's leadership team 
talks about the camp direction, getting additional information through feedback from the 
previous year's leaders as well as time spent reading the bible and praying to God for 
direction. 
These values are passed on at the pre-camp that is required for all new leaders. 
The values are expected to be embodied and lived out by all the leaders because the LCD 
says that talking about values will get you only so far. Values are also passed on through 
leaders developing relationships with the campers and other leaders. 
To ensure the leaders and campers are competent, the leadership team spent time 
with each leader and each leader spent time with each camper in his/her group. Problems 
with campers are dealt with by the setting of a different and better example. An example 
of this was when a camper in my group was not participating in various camp events; it 
was suggested to me that I be sure to get involved in all activities so this camper would 
follow. This also happens with leaders but more often with a leader, they were spoken to 
because they were most often expected to know better. Also for campers, when 
necessary, a discussion of what is important and why it is important, was had. 
Relating specifically to a relationship between physical activity and Christianity, 
the LCD tells the LIT leaders about the purpose of the canoe trip: "[it's] not just for the 
sake of doing a canoe trip but we're trying to provide opportunities for learning about 
leadership and faith within that" (LCD Interview Transcript, p. 14). They get feedback 
from the leaders on how this was done effectively (or not) at the end of the camp session. 
The LCD also mentioned that he thinks the trippers (qualified instructors who lead the 
canoe trips) have a better understanding of how to connect physical activity and 
Christianity in the wilderness. He also said that he learned a lot about how to do this 
from the PDP, who was the LCD before him. Lastly, the LCD said that he spent some 
time in Australia helping a camp attempt to do something similar to the LIT canoe trip 
and found that it was not as effective because the staff leading the trip were not made 
aware of the purpose of the canoe trip. 
LIT Leadership team Member (LLM) 
Experience 
The LLM has never been very involved in physical activity. For health and 
environmental reasons she does try to walk more than drive her car. Her family are not 
Christians, so on her own she became a Christian when she was 15. At the time of the 
interview, she was involved in Christian ministry as her occupation. She worked for 
OPC for 5 years, all in the LIT program. She spent two years as a small group leader and 
three as the assistant director. 
Physical Activity and Christianity Relationship 
The LLM believes that physical activity is a great way to build friendships and 
connections with other people. She also said that she chooses to walk more than drive 
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because she values God's creation. At LIT she says it's actually hard to separate the 
physical activity from the development of servant leaders because it is a part of their 
holistic view of leadership development. This is connected to faith because servant 
leadership, as described by OPC, is a faith-based leadership style. She also said that 
teaching is best done in many different ways and teaching through physical activity is an 
important one. 
Resources 
The LLM felt that the most significant resource at camp was the people that 
worked as leaders. She said that this was because the leaders at camp had the biggest 
effect on developing relationships at camp. She said that the facilities that LIT had were 
very limited when compared to other sites and she felt the limited facilities were harmful 
concerning the opportunity for participation in physical activity, as well as for 
opportunities to use physical activities to develop relationships between leaders and 
campers. She did, however, say that lack of facilities was not a big deal because they 
could work around it. She described financial resources as coming from the budget the 
camp was given, which came from fundraising and the campers' fees. She felt the 
limited financial resources they had limited their ability to bring in quality, experienced 
leaders because they could not afford to pay them. 
Lastly, the LLM said that time spent 'doing stuff, physical activity being an 
important part of that, was the best way to develop relationships with campers and the 
lack of resources she mentioned limited their effectiveness in building these relationships. 
Rules 
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The LLM was very clear in saying that she did not follow rules simply because 
they were written down, though she did follow some rules that she did not agree with 
because she was training future leaders and feels it is important that they understand the 
rules. She has a job description but it is not something that she follows very closely; her 
job is more about what she and the LCD work out. She signs a contract that states a 
commitment to camp and its values. There are many safety rules that she enforces for the 
campers. LIT also has a dress code. She feels that most of the formal rules are beneficial 
because they keep the campers safe, so she accepts them and tries to work within these 
limitations even though they did often take away from the fun campers had with physical 
activity. 
The informal rules at camp for the LLM were centered around the very strong 
culture of camp. She described camp as a place where people are open and confident 
about themselves; she admits that because she was not a camper and she is a relatively 
new leader to the camp she does not completely understand the culture even though she is 
very aware of it. "It's not like other places because you're not held to be in this little box 
of who they think you should be but you can be yourself here" (LLM interview transcript, 
p. 11). She also said that within Christian community there are a set of expectations on 
behaviour and that is no different at OPC. An example of these expectations is having 
'clean' language. Another informal expectation is the responsibility that comes with 
being in a higher position such as hers, but with that also comes an expectation of what a 
leader should be and how he/she should act. She mentioned being authoritative and 
enforcing lights out for teenage campers as some of the expectations with which she did 
not agree. 
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Regarding both formal and informal rules, the LLM felt that they were helpful 
because they showed campers and staff how to live in community with each other. The 
LLM felt this was important, therefore she said it was worth working around the 
limitations brought on by these rules. 
Values 
The LLM indicated that three major values at OPC were community, relationships 
and fun. The relationships she talked about were all relationships at camp, including 
camper to camper, staff to camper and staff to staff. Instead of simply community (which 
is the OPC value), she felt that intentional community was a better way to express her 
sentiments, because she was interested in developing people as much as simply being 
their friend. The LLM also mentioned holistic development and respect for the 
environment as important values for her; however, she did point out that respect for the 
environment was not always demonstrated well at camp. For example, she mentioned 
that the camp did not recycle. Lastly, she described an upper class value system that 
underlies the camp. The values system was mono-cultural and as a result discriminatory 
in that certain voices were not heard at camp because not many campers came from lower 
socio-economic classes. 
In deciding what values she passed on at camp, the LLM said that she came in 
with her own set of values to pass on, as do most of the leaders. Her approach is shaped 
by a larger camp vision that comes from the senior leadership team and the LCD. She 
said that in years past the vision has not been communicated as well as it could have been 
and it led to confusion and frustration among the staff. These values are communicated 
through pre-camp training and, most significantly, through modelling of appropriate 
behaviours. To ensure these values are followed, each LIT is interviewed before he/she 
comes to camp and then a large amount of grace is given to allow each LIT to learn. The 
LLM says that the leaders allow the campers to make mistakes and mentor them as they 
learn from these mistakes. 
When it comes to a relationship between physical activity and Christianity, the 
LLM says that she comes by such an understanding on her own and through 
understanding the larger goals of the LIT program and camp culture. LIT hires leaders 
who bring different skills to camp; people with an understanding of a physical 
activity/Christianity relationship are among them. However, the LLM says that it would 
be helpful if someone actually explained how a relationship like this should be 
approached, because not all the staff really understand it. 
LIT Counsellor (LC) 
Experience 
The LC was a very active individual. He grew up playing all sorts of games and 
sports. In elementary school, he went to a Christian school and he said it was 
disappointing because there was not a lot of opportunities for him to play many sports. 
Throughout high school he played as many sports as he could, and when he was not 
participating in sports at school, he was playing sports with his friends outside of school. 
Currently, he is an active participant in sports such as squash, mountain biking, tennis, 
golf and ball hockey. 
He was born into a family that had always gone to church and he had been going 
to OPC since he was five. He never had a particular moment of conversion, but Jesus has 
always been a part of his life. At a home church he went to, the Boys Camp Director 
(BCD) was leading and was looking for a mountain bike director for the summer; the LC 
volunteered for that role. After three summers at Boys Camp another friend, the LCD, 
asked him to work at LIT; he accepted and has worked there three summers (as of 2006). 
Physical Activity and Christianity Relationship 
The LC said that physical activity does not necessarily bring him closer to God 
but when he feels close to God, he feels more free to be himself and to express himself as 
an active person. He also believes that physical activity fosters community. "Playing in 
a field or playing with your buddies draws you close to one another and it enables you 
to.. .build closer relationships" (LC Interview Transcript, p. 4). He went on to say that 
after connecting in this way, men and boys feel more comfortable about sharing and 
talking about their faith. In relation to camp, he said that if given the opportunity to 
choose an activity, staff and campers would choose physical activity, so it could be used 
as a beneficial activity. However, he points out that at LIT there is not enough free time 
for this. He also said that he cannot recall a specific time when he used physical activity 
to teach anything related to faith. Lastly, the LC said that LIT values creation and is 
explicitly talked about in the LIT curriculum and taught by the leaders at LIT. 
Resources 
Human resources at LIT that the LC mentioned were the LCD, the program and 
leadership team, the cooks, the maintenance crew, the trippers and the other counsellors. 
The financial resources he talked about was the money required to purchase the materials 
at camp. The material resources he mentioned centered around the camp facilities and 
physical activity equipment. He expressed that the LIT facilities were rather limited in 
what they offered for the program; his focus in these limitations was the poor beach 
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volleyball court and the lack of a basketball court. The connection he made to a physical 
activity/Christianity relationship was that he felt there were less opportunities to connect 
and create relationships with campers due to the poor or limited facilities for physical 
activity. 
Rules 
The LC mentioned several different kinds of rules. All meetings and events that 
were a part of the LIT program were mandatory for him unless it was his day off. He 
signed a contract to do his job. Most of the rules for the campers were centered around 
safety (i.e., no going in the water without a lifeguard) but there were a few other rules 
that pertained to the teenage campers; they included: no girls in boys' rooms, no boys in 
girls' rooms, and an enforced dress code. Most of these rules were passed on to him 
through pre-camp training. The LC found many of these safety rules difficult at times 
because it prevented some games or activities that campers and staff enjoyed, from 
happening. One example the LC talked about was that no one was allowed to go 
swimming without a lifeguard. 
The informal rules of camp for the LC centered around the expectations of 
Christian culture; these included informal rules like no swearing and no sexual 
comments. He described the expected behaviour as different than one would engage in at 
school or with one's friends. 
The LC found the rules as a whole helpful because they were good for managing 
behaviour. "They are already going into it [camp] having a high standard they are 
expected to meet and when you throw on top of that all the rules, it just fortifies that 
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expectation" (LC Interview Transcript, p. 4). He also said that these expectations and 
rules were helpful in creating a relationship between physical activity and faith. 
I think kids are more gracious at camp in the way they're playing then 
they would be at home.. .they are more willing to pass.. .the Frisbee to 
the person who wouldn't normally get the Frisbee and they're more 
willing to.. .be more easy going and more accepting of people of all 
athletic abilities (LC Interview Transcript, p. 4). 
Values 
The LC felt that OPC valued people, God and creation. He also said that they 
value physical activity but that it was not as highly valued as the others. Personally he 
valued relationships with each camper and physical activity. 
He said that each leader is chosen at camp because the LCD has found his/her 
values to fit with the camp values that the LCD and the leadership team believe in. These 
values are passed on to campers through sessions designed specifically to teach important 
camp values, but mostly they are taught through modelling. 
I think [the LCD] who is hiring us is conscious of that [growing in Christ] and 
wants to bring that spirit, you know, that whole value system into camp and so I 
think he wants us to go into camp and just live out, and continue to live 
out.. .those values (LC Interview Transcript, p. 7) 
In relation to a physical activity and Christianity relationship, the LC said that 
because physical activity is not valued as highly as some other values, the sports 
equipment is not as good as he thinks it should be. Also, when it comes to a specific 
vision related to a physical activity and Christianity relationship, almost no information is 
passed on to the leaders from the leadership team. The program team who designs the 
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games and activities say a little bit, but not a lot. The LC feels that they are just expected 
to know how to approach such a relationship. 
Participant Observation of LIT 
Experience 
The leaders at LIT are the oldest leaders at camp; the LCD said this is because 
they are teaching campers how to lead so they need leaders who are mature and have led 
and discipled teenagers before. 
Physical Activity and Christianity Relationship 
Canoeing and out tripping in the wilderness (referred to most often as 'creation') 
was the dominant avenue through which physical activity and Christianity were 
connected. The LITs and leaders went on a five day canoe trip at the beginning of the 
four week camp. In training and in conversation with the other leaders, it was clear that 
one of the major purposes of the trip was to have the campers experience God through 
travelling in his creation. Prayer, bible study and informal conversations were the major 
ways that this message was passed on. For example, one question posed to the campers 
was, "How can we relate to God after living in the wilderness?" A previous LCD and 
IVCF staff member wrote a devotion book for the LIT canoe trip that has been improved 
on over the years. 
Another smaller situation where there was a connection between physical activity 
and Christianity was in the daily building blocks sessions that were intended to teach the 
tenants of the Christian faith to the campers. The head instructor (a high school drama 
teacher) used a lot of drama type exercises to involve the campers in learning. She used 
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tableaus13 and improvisation. The instructor's explanation for doing this was very similar 
to one used with traditional physical activity; she said that the movement of one's body 
was a way for the campers to understand the stories through their bodies. 
There were a few other instances of connection between physical activity and 
Christianity. Before some of the games that were played there was a prayer. These 
prayers would include requests to God for safety, fun and appreciation for the ability to 
play. Though most often the games played did not appear to have any specific faith 
component, one night in particular there was an overt faith component. This one night, 
all the male campers and leaders played a giant game of ultimate frisbee, then we sat 
down and had snacks and discussed difficult issues that some of the male campers faced 
as Christians (i.e., drinking, drugs, sex). The leaders said that the game was intended for 
fun but also to help relax the campers so they would feel more comfortable about opening 
up. 
When the campers were taught how to teach physical activities, there was no 
mention of including faith. Once in training and another time at a leader's meeting, all 
the leaders were reminded to "Do everything for the glory of God" and to use the 
framework that there is no God time of day but rather that God is a part of every activity. 
On Day 9 of my research, I made these comments in my journal: 
I am finding that the camp definitely tries to communicate a broad 
immersion approach to their physical activity and Christianity 
connections but the procedures and rules they have in place don't always 
allow or facilitate that to happen. 
A tableau is defined as: "a depiction of a scene usually presented on a stage by silent and motionless 
costumed participants" ("Tableau", 2006) 
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When I said this, I was referring to all of the things that had been 
formally taught during pre-camp and up until that point, about how to go about 
doing our job as leaders. 
Resources 
The leaders at LIT are mostly from the Toronto area. Many of the leaders also 
went to McMaster and either knew the LCD or worked with F/CF at the school. There 
are a few churches in the Toronto area that many of the leaders and campers attend. The 
LIT leaders are expected to be a resource to the LITs for any sort of support they need. 
The LCD said that even though more LITs go through the program every year than there 
are jobs at LIT, there was a shortage of leaders at camp because most leaders, as they get 
older, cannot afford to volunteer at camp anymore. 
Most of the gear for the canoe trip was provided by OPC. The LITs were 
required to bring their own dry sac and nalgene; the camp sold these items to the LITs if 
needed. The cost of LIT for the campers that summer was $1570 for the four weeks of 
camp. 
Rules 
There were many specific rules at LIT but most of them had to do with safety 
(both physical and emotional). These rules governed the use of the waterfront, the canoe 
trip and proper behaviour of campers and staff. For example, one of these rules was that 
there was no exclusive or dating relationships allowed for campers while participating in 
the LIT program. There was no such rule for the staff but as far as I could tell it was not 
an issue, as most of the leaders had existing relationships. Also, a NLS certified lifeguard 
had to be present whenever the waterfront was used and the LIT rules stated that no one 
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was to degrade others at any time. The campers were explained the general camp rules 
and processes in several sessions hosted by the senior leadership; specific LIT rules were 
explained in a session entitled 'Rules Rule'. Other rules for leaders were outlined in 
training and job descriptions. There also were many formal and informal rules regarding 
developing relationships with campers and staff. In some cases, like mandatory one on 
one's for leaders with campers, the rules were formal. One on ones were formal 
meetings between a camper and their small group leader; these meetings were intended 
to help develop and care for the campers as they worked their way through the program. 
Sometimes, such as when a camper was having a difficult day or a camper wanted us to 
join in a game with them, there was an informal expectation that as leaders we would 
support them. It was obvious there was an informal camp rule regarding swearing and 
the use of certain language because I saw numerous times campers caught themselves in 
mid-sentence. Most of the informal rules surrounding camp culture were learned through 
experience at camp. 
Values 
Three values in particular emerged over and over at LIT. These three values were 
relationships, community and safety. The relationships stressed most often to the leaders 
were the relationships we had with the five campers in our small group. Other 
relationships that were mentioned were relationships with fellow leaders, and everyone's 
relationship with God. Connected to these relationships was community, which was 
viewed as the collective relationships and resulting culture of all the people at LIT. 
Safety was another very important value expressed at LIT. Safety was mentioned as 
being both physical and emotional. The building blocks sessions was one time that 
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values were specifically explained. A few other values I noticed on more than one 
occasion were fun, love, sincerity, honesty, hard work, conflict resolution, storytelling, 
modelling, transformation and discipline. From my observations, most of these values 
appeared to have been either learned by leaders and staff at camp previously or 
specifically told them during a formal training session. 
The Adventure Camp Director (ACD) 
Experience 
The ACD did not do a lot of physical activity when she was growing up. She did 
mainly horseback riding and some outdoors activities. After she was finished school, she 
did not have as many opportunities for physical activity but she did get into doing canoe 
trips and going to the gym. 
She grew up in a Christian family and when she was quite young she decided to 
make her faith her own. She pinpoints several key times in her faith: seeing people live 
together in Christian community, seeing people in IVCF run programs and supporting 
others and being involved in Christian leadership. She found camp to be a place where 
she was able to learn to trust God and figure out exactly what she thought about her faith. 
At the time of the interview, she had been the ACD for three years and had just 
finished up her last year. She had volunteered at AC in other capacities for five or six 
years before becoming the director. 
Physical Activity and Christianity Relationship 
The ACD sees canoe trips in the wilderness as a place where relationships with 
God and other people can flourish; similarly, she also finds the wilderness to be a place 
where she can relax and clear her mind. She also indicated that sport is a place where 
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Christians can show others how to treat people well even in a competitive environment. 
Along the same lines, she also said that Christians can show others that there is 
something more important than winning. She said that in her role at camp she did 
nothing explicitly to create a relationship between physical activity and Christianity. 
Resources 
The ACD said that the most important resource at camp was the leaders. She 
hired about 70 volunteers to run the camp. The largest source of leaders is people who 
have been campers at adventure camp and/or have gone through the OPC LIT program. 
Leaders also come from connections her and her staff have with friends, churches and the 
IVCF. The material resources are many for AC. The camp has a waterfront with many 
boats, toys and other sports equipment. The camp has an archery range, a ropes course, a 
basketball/hockey court, a playground and a lot of open space. The AC budget comes 
mostly from camper fees; donations typically come in the form of equipment. Some 
leaders who are university students are given funding to help offset their lack of a job for 
the summer. 
The ACD acknowledges that they have a smaller than ideal budget but said that it 
is not as big a deal at AC as it is at other camps because the focus for the younger 
campers is on fun and that can still be done without a lot of money. However, she did 
say that the major problem she encountered with resources was the retention and 
recruitment of good leaders. She said this is because she does not have the financial 
resources to pay those leaders who cannot spend a summer without making any (or a 
small amount of) money. 
Rules 
118 
The formal rules that the ACD talked about were outlined in job descriptions, the 
IVCF statement of faith, staff contracts and the AC training manual. These rules were 
also passed on to all the leaders at pre-camp training. The ACD said that she learned 
many of the rules she was supposed to enforce through her training with IVCF when she 
was hired. She also learned some of the rules by observing and talking to leaders who 
have been around OPC longer than her. She felt that the formal rules were helpful to give 
focus to how and where she and her leaders were to spend their time. 
The ACD's past experience at camp played the most significant role in her 
learning the informal rules of camp. These rules included no swearing and no dirty jokes. 
Also, she said that specifically at AC, there is an expectation that everyone smiles and 
acts a bit wild and crazy, in order to entertain the campers. The wild behaviour expected 
was typically very physical in nature and often resulted in many informal games. In my 
observations, I noticed and participated in many of these situations. She felt that these 
informal rules had a positive affect on her job and the camp because when a leader 
understands the culture of camp, they can get involved without having to worry about 
what to do. 
Values 
The ACD indicated that the values of OPC were to grow people in faith and 
leadership. They also teach people to trust each other. Specifically at AC, they want the 
campers to learn in a safe and fun environment. She also said that honesty was an 
important value. These values are decided upon mostly by the ACD, her leadership team 
and in consultation with other camp directors. They transmit these values mainly through 
modelling the appropriate behaviours, but they also have pre-camp training as well as 
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weekly business meetings with all the staff. In addition to modelling, transmission of 
values to campers is done through a closing ceremony at the end of each week of camp 
where they very purposefully review with the campers what the important messages were 
and help the campers differentiate between the real messages and the purely fun aspects 
of camp. To ensure that the leaders understand the values, the ACD pairs all younger 
leaders with a more experienced one. Leaders also had a supervisor and a caregiver. The 
supervisor helps with understanding the practical aspects of camp, and the caregiver 
focuses on the healthiness of each person. 
Specific to a relationship between physical activity and Christianity, the ACD said 
that Boys Camp and Girls Camp focuses more on teaching faith through physical activity 
because the campers there are older than the AC campers and they are able to learn more 
directly. She mentioned the physical activity curriculum as an example of this. AC 
follows the same physical activity curriculum as Boys Camp and Girls Camp but at AC 
the focus is more on the campers simply having fun than learning specific skills or 
lessons. 
Adventure Camp Leadership Team Member (ALM) 
Experience 
The ALM has been involved in physical activity his whole life. He was involved 
in more team sports when he was younger but now he does a lot more solo activities like 
snowboarding and going to the gym. He has competed as an elite competitive 
snowboarder. 
He grew up in a Christian home and has gone to church ever since he was born. 
He has gone to camp every summer since he was five. It was at his last year at Boys 
Camp that his faith started to make sense to him. When he went away to compete in 
snowboarding, his faith took a big downfall but when he returned to work at camp, things 
got better. He volunteered as a chalet leader (counsellor) at Adventure Camp and Boys 
Camp for two summers before he joined the leadership team and has moved his way up 
the camp hierarchy over the following four years. 
Physical Activity and Christianity Relationship 
The ALM has always found that when he was intensely involved in physical 
activity at camp he felt closest to God. He also found that when he was on canoe trips in 
the wilderness he always felt good and connected with God because of the activity and 
the beauty of creation. When he competed in volleyball and snowboarding, he would 
always pray in stressful or intense situations. Lastly, he noted that as a chalet leader 
(counsellor) he felt he had more ability to use physical activity with the campers because 
in his job as a leadership team member he does not deal with the campers directly and he 
can only give suggestions on what to do to the other staff. 
Resources 
The ALM emphasized human resources more so than financial or material 
resources. He gave several reasons for this. First, when they do activities for the 
campers they need all of the staff to be on the same page for the activities to be 
successful. In addition, financial limitations require that the leaders have more ingenuity 
and creativity to maintain the same amount of fun with and have the same amount of 
impact on the campers. For this reason, the ALM says that a relationship between 
physical activity and Christianity is not affected too much by a lack of finances, because 
fun is mostly dependent on good leaders. However, he did acknowledge that because 
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most leaders used to be campers and less campers are coming each summer, getting new 
staff is becoming more difficult. The reality for the ALM is that a lack of staff usually 
does not affect his job directly because the staff he works with are few and are hired well 
before the other leaders, so that they can prepare for the summer program. 
The budget at AC is made up of campers' fees and donations; with less campers, 
the budget also goes down. The difficulty the ALM had with this lack of budget is that 
OPC's parent organization, IVCF, still gets the same amount of money from OPC every 
year despite the decrease in enrolment. He said that this is because OPC is IVCF's 
biggest money maker and it funds many of IVCF's other programs. 
Rules 
The ALM did not identify a lot of formal camp rules, but he did identify some key 
informal camp rules. One of the formal rules he mentioned about camp was his job 
description; however, he said that the ACD gave him a lot of flexibility to determine 
what exactly he did. Many of the typical camp rules, like curfew, did not apply to the 
ALM and his team because they worked outside of the normal rhythm of camp. This was 
because they were preparing the program for the campers while other parts of camp were 
running. The rules that had the biggest effect on him were tied to safety and 
responsibility. He found these rules difficult because they limited many of the creative 
things he wanted to do. He felt that this limitation also extended to a relationship 
between physical activity and Christianity; the diversity of games they could play was 
limited by these safety rules. One example he mentioned was the use of the forest. Any 
games in or near the forest had to have very tight boundaries so that the campers would 
not get lost or hurt. I saw this situation play out several times while at camp. 
The informal rules that the ALM identified were the presence of "Camp 
Christians" and the staff hierarchy. Camp Christians are the many people who acted as 
Christians according to the camp values but when they thought they were not being 
watched or they were not at camp they lived their lives much differently. This was 
frustrating for the ALM, because he felt that this dishonesty negatively affected the 
relationships that these leaders had with campers and other staff. The camp hierarchy 
made it difficult for leadership team members to have friendships or positive working 
relationships with chalet leaders. The ALM did not think this informal rule impacted 
how the leaders treated any relationships between physical activity and Christianity. 
Values 
The ALM identified the six commitments as the values key to camp. At AC he 
identified fun as the most important one; "regardless of what else you throw at these kids 
who are five to eleven years old, if they're not enjoying themselves, you'll never get 
another chance to.. .press any other values on them because they'll never come back" 
(ALM Interview Transcript, p. 9). I saw evidence of this at camp when he was 
explaining this idea to a group of younger leaders. The fun that staff and campers talked 
about was almost exclusively physical activity. He also mentioned a relationship with 
Christ and the 'regular' Christian values taught by the camp as important. Specific to his 
job, he felt that openness and honesty were important, so that the leaders could deal with 
problems brought on by the informal rules mentioned above. 
These values were determined through discussions the ALM had with the ACD 
and other leadership team members, as well as prayer and his own sensibilities. At 
leadership meetings the leadership team would discuss and determine the goals and 
values to focus on for both the campers and the chalet leaders. He found no major 
difficulty in teaching the values to his staff because he knew them from before and they 
had a lot of time before camp to discuss the values. However, he said passing these 
values on to young campers was difficult because you could not really explain the values 
to the campers; you had to provide an opportunity for them to experience and internalize 
the values. Physical activity was a major way leaders attempted to do this. 
Specific to a physical activity and Christianity relationship, the ALM found that 
there was not enough physical activity done and not enough of the outdoors used in 
activities with the campers. He pushed for more of this to happen but he was limited in 
his influence because he only planned the formal camp program and not the sports or the 
campers' free time. 
Adventure Camp Counsellor (ACC) 
Experience 
The ACC played many different sports throughout elementary school and high 
school. She says that she thinks she was more active when she was younger. She grew 
up in a Christian home and committed her life to Christ in grade 2 and was baptized in 
grade 12. She has been going to OPC since the age of nine. She did LIT and then 
worked two summers as a chalet leader (counsellor) at Adventure Camp. 
Physical Activity and Christianity Relationship 
The ACC had many thoughts on how a relationship between physical activity and 
Christianity should exist. First, she said that we are charged by God to take care of our 
bodies and physical activity is one way of doing that. She mentioned that at school she 
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works with Athletes in Action (ALA, a Christian evangelical sports organization). From 
her experience with ALA, she mentioned several ideas about a relationship between 
physical activity and Christianity. She said that physical activity is a great way to open 
up dialogue between people and create an opportunity to mentor people through sport. 
She also talked about healthy competition, meaning that winning is not the focus of the 
activity but that through the activity one can serve God by focusing on him. Lastly, she 
said that at camp, being out in the wilderness and doing various physical activities are 
ways to worship God. 
At camp, she said there are no formal instructions on this kind of relationship but 
that it just happens. "I would say the relationship between physical activity 
and...leadership at camp is definitely there but it's not explicit, it's not something you're 
told to do...your Christian values are transferred by the way you behave" (ACC Interview 
Transcript, p. 22). 
Resources 
The ACC mentioned only a few resources that were at OPC. Commenting on 
material resources (equipment), she said that much of that came from donations. She said 
that time spent with campers by the staff is very important. She also said that having 
other people to talk to about spiritual matters was also important. She said that even 
though many leaders cannot come to camp because they cannot afford to not make 
money in the summer, God still provides enough leaders for camp and provides for those 
who give up the chance to make money. She also said that the fact that leaders are not 
paid is not really that important because no one goes to camp to make money; they go to 
camp to serve. However, she did acknowledge that it would be nice to have a few more 
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leaders so that on weekends, more leaders could get a rest during the transition between 
groups of campers. She also said that the more leaders camp has, the more opportunities 
there are for the campers to participate in physical activities. 
Rules 
The ACC mentioned two major rules: the rule forbidding leaders to physically 
contact campers, and the rule that leaders model healthy relationships with each other for 
the campers to see. The only contact allowed between campers and leaders has to be 
initiated by the camper. Modelling healthy relationships involves mainly the interaction 
between the teenage leaders. Other rules she mentioned were a dress code, having 
authentic relationships with campers and other leaders, and safety. The ACC found the 
physical contact rule difficult because she had to train herself to act differently toward the 
campers then she would have otherwise, but in the end she felt it was the best thing to do. 
The formal rules were taught during pre-camp training. The leadership team and the 
PCD passed on the rules and they were later clarified by the chalet leader's supervisors 
during camp. 
One informal rule that the ACC identified at camp was that all the leaders' actions 
need to reflect Christian values. She also said there was a hierarchy within the camp that 
made it difficult for chalet leaders to be friends with or get to know members of the 
leadership team. There was a staff night once a week where leaders got together after the 
campers had gone to bed. The ACC thought this was a beneficial time for the leaders to 
hang out and re-energize while playing dodge ball. 
Values 
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The ACC said the most important values at OPC were related to the six 
commitments; she emphasized relationships with others and God. Another area that she 
said is emphasized extensively at AC is the integration of special needs campers; leaders 
are told to interact with the special needs campers and make sure they feel like a part of 
the camp experience. While working at AC, I noticed that universally around camp 
special needs campers (campers with various mental disabilities) were integrated and 
treated really well by the campers and staff. She also said that the health and well-being 
of the campers is very important. Lastly, she believes it is important for the campers to 
experience new things and she tries to provide these opportunities for them. 
She learned these values from the PCD and her peers. But most importantly, she 
finds that these values are already a part of her; "I don't explicitly say...what I'm going 
to be teaching them or even think.. .what I want to teach them, but I think it's more 
something that is already instilled in me" (ACC Interview Transcript, p. 13). She did also 
say that it's important that the leaders' values align with the camp's values. Therefore, 
modelling her values is the most important way to transmit all of these values to campers. 
Specific to a relationship between physical activity and Christianity, the ACC said 
that nothing is explicitly taught; "there is no workshop on how to show your faith through 
physical activity", however, much like the other values at camp, she expects those values 
that are important to her will be broadcast through her actions. 
Participant Observation of AC 
Experience 
Most of the chalet leaders (counsellors) were campers at OPC and most of them 
went to LIT at OPC. A lot of the leaders come from McMaster University and have a 
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tight connection with IVCF. Several of the more experienced leaders said that this sort of 
phenomenon goes in cycles. As the IVCF group at a university grows, they send more 
people to OPC and this repeats itself at other schools. Another connection that the 
leaders at AC had was through ultimate frisbee. It was very popular and almost every 
leader knows how to play; when there is free time leaders will throw the frisbee around 
and often involve campers. 
Physical Activity and Christianity Relationship 
In training, we were told that the games we played with the campers were 
supposed to be connected to the bible studies, but to be clear to the younger campers 
about what was real and what was a game. This idea came up again on the last day of 
camp, when the leadership team put on what they called a "say-so". This event was 
intended to wrap up camp and to make clear to the campers what at camp was real (God 
and fun) and what was not (the characters in the weekly storyline). 
In training, it was also expressed that we should try to share God with the campers 
beyond just bible studies. A few suggestions were given on how to do this. One was 
that, when appropriate, we should share our own stories about God to get them excited 
and involving physical activity was a good way to do this. Another time, the ALM said 
that free swim time was a good time to develop relationships with campers and I found 
that I was able to connect with many of the campers while playing in the water with 
them. Lastly, one of the other ALM's had mentioned the idea of connecting a memory 
verse to each daily physical activity. However, this idea never came to fruition. These 
examples were the most concrete examples we were given in training. However, we 
were not given specific tools on how to do these things, nor were we given specific 
situations to connect physical activity and faith. 
During training on how to teach each physical activity area, there was no mention 
of connecting the activity to Christianity. The teaching curriculum for the various 
activities did not have any overt connection to Christianity or a comment on how to 
connect them together. 
I also noticed a few other things over the course of camp. From an activity 
perspective, camp was centred around physical activity. There were daily sport classes 
for each camper (i.e., canoeing, archery, basketball), there was a daily wide game and 
many informal games played throughout the day during free time. Ultimate frisbee or 
throwing of the frisbee was very popular among leaders and campers. There was also a 
playground area that was popular with the younger campers. However, in all of this, 
there was little connection to Christianity. The only time when there was a bit of a 
connection was before most activities when there was a prayer. The prayers on occasion 
would indicate that everyone should keep God in mind while doing the activity. 
Interestingly, two of the wide games, 'customs' and 'diamond smugglers', had 
actions and themes that appeared to be in conflict with Christian values. In customs, the 
campers had to try to either sneak various small items past a customs booth where they 
were searched, or they had to run through an area without getting tagged. In diamond 
smugglers, they had to try to buy 'diamonds' from sellers and smuggle them back to their 
team's home base. 
In my notes, I made these comments on Day 43 (of 50), while reflecting on the 
physical activity and faith relationship at camp. 
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The activities or formal physical activities are pretty much void of 
Christian teaching or context; they [use] more of a secular approach. 
This is contrasted by the continued Christ in everything approach talked 
about in training, though it is not mentioned specifically in relation to 
physical activity. 
I made these comments a few days before really starting to notice and explore the bible 
studies and their use of physical activity. 
The only connection between physical activity and Christianity at AC that was 
planned and purposeful was made during the bible studies for the campers. During the 
second part of the bible study, all the campers were divided into groups by age and sex, 
and they played a physical game that was related to the bible verse(s). After talking to 
the leaders of the bible study, they said that they played the games mainly so that the 
campers would stay interested and to harness the energy that many of the campers had 
after sitting and listening to the first part of the bible study. The leaders also said that this 
same style of bible study was used for all the groups by adjusting the games and 
teachings for age appropriateness. The leader's guide for this study indicated that the 
games were designed to teach the children about Christianity. This style of bible study 
was being used for the first time at AC that year, and had been taken from a study 
developed by a large American church. 
Resources 
The majority of Adventure Camp was run by teenagers and young adults; 
however, the number of adults who volunteer their time as support staff at the camp was 
quite extensive. These people acted as nurses, cooks and maintenance staff. During pre-
camp, leaders who once worked at camp came back to speak with the new leaders. I was 
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told by members of the leadership team that this is done to explain to the new leaders the 
importance of what they are doing and to pass on the culture of camp. 
Since ultimate frisbee is so popular at camp, there are always a lot of Frisbees 
around and a lot of people who are always looking to play. The leadership team 
members have access to camp vehicles to get around locally. There was a perception of a 
hierarchy among the quality of equipment available at each camp. Boys Camp (BC) was 
known for having the best sports equipment, the best waterfront and the best grounds for 
playing. Many of the leaders at AC expressed envy at the material resources of BC. 
Financially, the leaders all receive a small honorarium for every week they work. 
The ACD is the only person who is paid as a full-time position at AC and she is hired and 
paid through IVCF. The other leaders at camp get paid from a pool of money set aside 
for staff funding. Once at camp, leaders fill out a form to request funding and the money 
is divided up by the senior leadership. The other way that leaders can get paid is if they 
get money from their church to do 'summer missions' at OPC. The campers all pay to 
attend camp except there is a group called Carpe Diem; they pay for children to go who 
would not otherwise get a chance to go to camp. I did not get all the information on these 
children but I believe they are mostly, if not all, foster children. Lastly, each camper is 
given tuck money, which they use twice a week to buy food or merchandise from the 
tuck shop. 
Rules 
Most of the formal rules at camp were contained in job descriptions, the code of 
conduct and the six commitments. They were passed on informally through the 
observation of other leaders. The campers were made aware of the rules on the first day 
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of camp through various fun sessions (often involving physical activity). They were then 
reminded of the rules throughout the week. Most of these rules related to safety (i.e., stop 
at the road and wait for a leader to cross). 
Values 
The two values that I saw most often were safety and fun. Everyday, I saw 
evidence of safety concerns by the leaders at the camp. During training, the physical and 
emotional safety of the campers was emphasized in presentations by the leadership team, 
the ACD and the PCD. One of the ALMs said to the leaders that each parent is dropping 
off his/her most prized possession at camp and is asking you to be his/her parent for a 
week and therefore each leader must take this responsibility very seriously. This point 
was related first to the safety of the camper and second, to creating a memorable and fun 
experience for the camper. 
Evangelism was another value that was common among the leaders; however, the 
training and action of leaders was focused on modelling right behaviours, and discussion 
prompted by questions, rather than a lecture type format. The bible studies were 
interactive and had only short lecture style moments. A few other values I noticed 
consistently were service, love, discipline (order) and the welcoming of new people. 
Analysis 
Leaders In Training (LIT) 
Experience 
The leaders at LIT all grew up participating in physical activity except the LLM. 
The two senior leaders said they were less active now than they were when they were 
younger; all the other leaders indicated that they were at or near the same activity level as 
when they were younger. Most of the leaders pointed out that the activities that they do 
now are different than the ones they did when they were in elementary school and high 
school. The activity they did in late high school and university was an indicator of the 
activity that they did at the time of the interview. 
All the leaders except the LLM grew up in a Christian home. All of the leaders 
except the LC cited a specific moment in their lives when they chose the Christian faith 
as their own. All of the leaders except the LLM came to camp as leaders because they 
were campers, or because they knew someone who worked at camp. All of the leaders 
have worked at OPC for at least five years. Also, the number of years that each leader 
worked at camp correlated positively to their position in the camp hierarchy. The only 
exception to this process was the PCD. Other than knowing the previous director, he 
came on as the director of the camp without any prior experience with OPC. 
Physical Activity and Christianity Relationship 
The first major idea in physical activity and Christianity that emerged from LIT 
was that they place a very strong emphasis on a relationship between physical activity 
and Christianity through the canoe trip that begins every LIT session. This was easily 
noticeable while I was there and every leader that I spoke to mentioned this as their first 
answer to the question of how they connect physical activity and Christianity. There are 
two major reasons behind the canoe trip. The first one was to help the campers to 
appreciate God's creation by venturing through it. The second reason will be talked 
about in the rules and values section. The LCD and the LLM both said that physical 
activity can be used to teach values formally as well as through observation of a Christian 
example. The LCD said that he wanted physical activity to be more than just a time filler 
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and that could be seen in the building blocks sessions through the use of drama. 
However, in the common every day physical activities, there was no evidence of anything 
beyond physical activity being taught. In my interview with the LC, he provided some 
insight into why this was the case. The LC said that neither he nor any of the other 
counsellors were given direction on how to approach a relationship between physical 
activity and Christianity; he also said that there really was not much time for him to do 
anything like this because there was not much free time. I noticed that there was some 
direction on how to approach the canoe trip (i.e., the bible study guide and short training 
session) but other than that I had a similar experience to the LC. All of the leaders agreed 
that physical activity is a great way to create friendships and connections between people. 
I saw some evidence of this but again it was not predicated by any sort of direct vision 
from any leaders. 
When it came to the major points of how physical activity and Christianity were 
connected at LIT, there was agreement among all leaders. When it came to expressing a 
vision of what physical activity and Christianity was about, the leaders higher up in the 
hierarchy seemed to agree in most areas, however the LC did not receive any direction on 
this vision and he did not understand how to do so beyond the dominant physical activity 
in creation view. The LLM backed this up by saying that it would be helpful if this 
vision was explained, because not all of the leaders understand it. She also pointed out 
that in the past at LIT, staff had been frustrated by the lack of a clear vision being laid 
out. The PCD and the LCD both said they found a correlation between their physical and 
spiritual wellness. Lastly, the LCD and the PDP agreed that the expression of one's 
physical abilities was both joyful and glorifying to God. Because the PDP and the LCD 
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did agreed in at least one way it does appear as if there is a possibility of a universal 
vision for physical activity and Christianity but it did not exist at the time. 
The second major idea that emerged from this section was that fundamental ideas 
of a relationship between physical activity and Christianity clearly indicate an immersion 
approach. However, in the actual execution of this vision, I found a more situational 
approach across the camp. This appeared to occur because not everyone was given the 
larger vision and it was assumed by the leaders setting this vision that all the leaders 
already agreed and knew how to do it through experience and observation. The canoe 
trip was the exception to this finding. An immersion approach emerged partly because 
the leaders were experienced with OPC's canoe tripping philosophy from their time as 
campers, and partly because there was some formal leadership direction on the purpose of 
the trip. Therefore, because the leaders were able to understand the purpose of the canoe 
trip, the desired immersion approach emerged in that situation. 
Lastly, it is evident that the leaders' experience at camp had more of an effect on 
their ability to connect physical activity and their faith than their individual experiences 
in physical activity and faith. OPC's wilderness camping philosophy permeated LIT and 
as a result the rest of camp, because LIT supplied most of the camp's leaders. Therefore, 
the LIT leadership and the senior leadership was responsible for shaping the physical 
activity and Christianity relationships at LIT without much influence from leaders' 
individual experiences outside of camp. 
Resources 
The resources that were emphasized the most at LIT were human resources. All 
of the leaders except the LC talked about how the leaders' connections to families, 
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churches and friends were responsible for supplying LIT leaders. Several leaders 
mentioned that the leaders hired are older and more experienced because they are 
teaching younger leaders; I also noticed this while I was there. In relation to physical 
activity, the LLM and the LCD both felt that because they were not able to give much 
money to their leaders, they were not able to bring in the best leaders. They agreed, also, 
that this had a negative affect on LIT's ability to create the relationship that they want 
between physical activity and Christianity. The ideal leaders would be mature and 
experienced in many areas of leadership, including having a solid understanding of a 
relationship between physical activity and Christianity. Thus, when these leaders cannot 
afford to give up a summer to work at camp, the LCD has to go with less experienced 
leaders. If I had not been doing research I would not have been able to work at OPC that 
summer for those same financial reasons. Another leader who had previously committed 
to working at camp backed out for the same reason. This problem is further complicated 
by the fact that the camp does not formally teach specifics about a preferred physical 
activity/Christianity relationship; they rely heavily on experienced leaders to model the 
appropriate physical activity and Christianity relationship and thus this relationship is not 
communicated effectively to the campers. 
Material resources provoked more of a discussion at LIT than it did at Adventure 
Camp. The senior leadership talked a lot about how important the great facilities and 
land were to the camp's ability to create relationship(s) between physical activity and 
Christianity. Contrasting that, the LIT leaders all agreed that their facilities were lacking, 
which affected their ability to employ their ideal physical activity and Christianity 
relationship. Therefore, it is not surprising that the area where they were able to most 
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effectively promote this relationship was outside of camp, when they took their campers 
into the Ontario Parks system on canoe trips. 
The financial resources that LIT dealt with was the budget apportioned to them by 
the senior leadership via the campers' fees. The LIT leaders did not specify that they had 
a shortfall of money, but they did express that there was enough of a financial shortfall to 
hurt the quality of people, land and equipment that they had for physical activity. 
Both the financial and material resources indicate a different perspective between 
the senior leaders and the LIT leaders in terms of the quality of the LIT facilities and the 
subsequent use of those facilities. Both senior leadership and the LIT leaders saw the 
camp land and facilities as key to their ability to deliver a quality physical activity and 
faith relationship. However, the senior leaders felt that the camp did a great job with this, 
while the LIT leaders felt that their camp site actually took away from that ability. 
Comparing LIT's facilities with the rest of the camps, it is clear that LIT easily had the 
least physical activity ready site. 
Rules and Values 
Duality of structure provides the best explanation about the interplay between 
values and rules at LIT. The values of LIT were reflected in their rules but also their 
rules reflected their important values. The most important values at LIT (as expressed by 
the leaders and observed myself) were consistent with a couple of the six commitments. 
Relationships (and community as a part of that), safety, fun and an appreciation of 
creation were consistently mentioned by all the leaders. Relationships as a value was 
represented and enforced through informal but mandatory one on one meetings that each 
leader had with their assigned campers. Connected to these relationships was 
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community, which was described by the LLM as the relationships and resulting culture of 
all of the people at LIT. This was enforced through several rules. First, one of the 
primary purposes of the canoe trip was to draw each group and its leaders closer together. 
Second, the leadership team said on several occasions that they define and put boundaries 
on what they mean by community so that the resulting relationships are Christ-like and 
appropriate. One of these rules was that there was no exclusive or dating relationships 
allowed for campers while participating in the LIT program. There was no such rule for 
the staff, but as far as I could tell it was not an issue, likely due to the maturity of the 
leaders. 
Similarly, safety was a very important value expressed at LIT. Safety was 
mentioned as including both physical and emotional safety. Two of the places this value 
manifested itself was in the requirement that a NLS certified lifeguard be present 
whenever the waterfront was used and the LIT rule about not degrading others. The LIT 
campers were told about the general camp rules and processes in several sessions hosted 
by the senior leadership; specific LIT rules were explained in a session titled 'Rules 
Rule', led by the LIT staff. The building blocks sessions were also a way that values 
were explained. 
Fun, the last key value at LIT, was represented by several rules. Campers and 
staff were told early on in the program that there were to be no comments that would be 
degrading to anyone at the camp. The senior leadership also said that an informal rule at 
camp was the expectation that everyone was to participate in all the activities. I noticed 
this particular concept when a camper I dealt with did not want to participate in some 
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physical activities. When asking for advice on how to deal with this, the advice I was 
given was to encourage him to go out and find a way to enjoy himself. 
Most of the values at camp were supported by or reflected in rules linked to 
training, job descriptions and the general camp experience. Therefore, it made sense to 
me that there was a consensus among all the leaders and my observation was that there 
was a distinct camp culture that was responsible for reinforcing all of the key values and 
rules. This culture was also described at times as reflective of a larger Christian culture. 
The senior leadership, the LCD and the LLM all agreed that this culture generally made it 
easier to project a vision to the staff and campers. The leaders all agreed that modelling 
appropriate behaviour was the most important way that the values and resultant culture 
was passed on. Also, the LCD and the LC both indicated that they and their peers were 
hired because of their value system. They felt, therefore, they could pass on their values, 
thus making them a part of the existing culture. Each of the senior leaders and the LCD 
did planning and visioning for the camp each year but they said the vision always came 
out of the existing culture. The LLM said that in the past when the vision was not made 
clear, there was frustration among the staff. Lastly, evidence of a strong communication 
of camp culture became evident through my conversation with the LLM. She did not 
necessarily agree with all the formal and informal rules of camp; however, she willingly 
followed them because she felt that passing on the core camp values was important. 
Therefore, it is clear that LIT has a strong culture that is effectively communicated to all 
leaders and campers. 
Relating specifically to physical activity, modelling also was the preferred method 
of passing on values relating to physical activity and Christianity. The senior leaders and 
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the LCD said that physical activity, specifically relating to the canoe trips, was a very 
important part of LIT. The LLM and the LC, however, both said that physical activity 
was not seen to be as important as other values at camp and there was no point where 
values concerning physical activity and faith were formally passed on. The LCD said he 
expected that the trippers (i.e., canoe trip leaders) had a better idea of these values, but on 
the canoe trips the trippers led the technical part of the trip but not much more. The LLM 
and the LC said that one's experience was thought to be enough knowledge in this area. 
However, the LLM said that it would be helpful if these values were formally taught 
because not everyone understood them; I noticed that the LC was one of the individuals 
who did not understand them. Also, the senior leaders and the LCD had much more to 
say about a relationship between physical activity and Christianity than the LLM or the 
LC. This shows a distinct difference in the level of understanding of the more 
experienced leaders versus the less experienced leaders, which is then reinforced by the 
lack of specific training tools related to a physical activity and Christianity relationship. 
Lastly, I found the camp culture to be very strong, so clearly the LIT leadership 
past and present knew how to pass the culture on. However, only the canoe trip appeared 
to fully express the leaders' views on a physical activity and Christianity connection. 
This connection appeared strong in all of the leaders I interviewed who had gone to LIT. 
Therefore, I conclude that a lack of focus on a physical activity and Christianity 
connection outside of the canoe trip has permeated LIT through an assumption that these 
values will be acquired without formal teaching. 
Adventure Camp (AC) 
Experience 
The senior leadership, the Adventure Camp leadership team member (ALM) and 
the Adventure Camp counsellor (ACC) all grew up heavily involved in physical activity. 
The Adventure Camp director (ACD) did horse back riding but not much more. All of 
the leaders have found that they do less physical activity as they get older, but they all 
still do some form of physical activity. 
All of the leadership for Adventure Camp (including the senior leadership) grew 
up in Christian homes and can pinpoint one or more point(s) in their lives where they had 
a significant spiritual experience or made a significant spiritual decision. 
All of the leaders have at least five years experience with OPC and/or OPC's 
parent organization, IVCF. The McMaster University IVCF group was responsible for 
many of the leaders and I was told that this happens a lot, where one university for a 
period of time will attract a lot of people to OPC. The ACC, the ALM and the PDP all 
went to LIT; the ACD and the PCD did not. Most of the leaders that I encountered 
during my time at Adventure Camp had gone to LIT and they talked about their LIT 
experience frequently. 
Physical Activity and Christianity 
All of the AC leadership and the senior leaders said that there was no formal 
teaching of how to connect physical activity and Christianity. When going through 
Adventure Camp training, there were only a few incidences where the two ideas were 
connected and each time they were mentioned they were only explained as an aside and 
without much detail. 
As in all previous analysis, the most common connection between physical 
activity and Christianity described by the leaders was canoeing (or other physical 
activities) in the wilderness. Appreciating God's creation, learning about God's creation 
and learning Christian values were the benefits connected to these activities. There was 
universal agreement at AC on these activities and their benefits. Interestingly, AC did 
not have an out tripping program; only a handful of the older campers got an opportunity 
to go on an overnight canoe/camping trip. However, AC did have a rather large 
waterfront and a lot of wilderness in which the campers played. 
The most significant use of physical activity and faith at AC happened during the 
daily bible studies. I was able to speak with the leaders of the bible studies, who 
identified the benefits of using physical activity in bible study; however, these bible 
studies were not mentioned by any of the leaders that I interviewed. This is most likely 
because the year I was at camp was the first year these bible studies were being used and 
were the specific responsibility of only a few of the leaders. The physical activity in the 
bible study did appear to keep the attention of many of the campers, but it was hard to 
determine if it was effective as a teaching tool. Unfortunately, it is hard to draw any 
concrete conclusions about the effects of such a bible study without a more specific 
examination. 
The ALM and the ACD both said they felt close to God when they were at camp 
and involved in physical activity. Another area of agreement among the leaders was the 
use of physical activity to teach specific lessons and values. The ACC and the senior 
leaders agreed that physical activity could teach valuable lesson about faith. The ACC, 
the ACD and much of my observation supported that physical activity could be used to 
show Christian values through acting differently in typical physical activity situations. 
The example that was mentioned several times and that I saw many times was the focus 
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on winning not being the most important thing when participating in physical activity at 
Adventure Camp. On the negative side, there were a few wide games that were played 
with all the campers, which reinforced values that were in opposition to Christian values. 
This suggests that, despite a belief that values could be taught through physical activity, it 
is not something that was a part of a larger camp vision; it was something that some 
leaders believed to be true but they did not have the ability or the power to make it 
happen systematically. 
Further evidence of the lack of a formal structure for connecting physical activity 
and Christianity at AC came from my interview with the ACC and my conversations with 
other counsellors. The ACC appeared to be quite a bit more knowledgeable about 
physical activity and Christianity than her peers that I observed at camp; however, she 
was similar to them in that she did not have many ways of bringing an understanding of 
that kind of relationship into the camp setting. Her experience with Athletes in Action 
(ALA) gave her a good understanding of how physical activity could be used in a faith 
context but that did not translate into action at camp. 
Lastly, the idea of caring for ourselves in regards to physical activity found 
agreement at AC. The PCD and the ACC both said that physical discipline can lead to 
spiritual discipline. The ACC and the senior leadership agreed that physical activity is a 
way through which we need to take care of ourselves, in light of a holistic approach 
toward health. This idea of a holistic approach was agreed upon by all the leaders, 
though they did not all specifically mention physical activity as an element of holistic 
well-being. This matches one of OPC's six key commitments, as they say they are 
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committed to growing people in a holistic way. This value has permeated all levels of 
OPC leadership. 
Resources 
All of the AC leadership agreed that human resources were the most important 
resources for the camp. The key reason for this was the leaders felt that good people had 
the biggest impact on the camp achieving its goals. Specifically, good leaders and 
support staff were able to develop campers, provide spiritual support to campers and 
leaders, teach younger leaders and provide all of this for free or at little cost to the camp. 
Along these lines, the LIT program was widely credited by all the leaders (e.g., AC 
leaders and senior leadership) with supplying most of the leaders at camp. The ACD and 
her leadership team's network of contacts were also credited. The only material resource 
that was widely mentioned was new equipment and new equipment gets donated by 
another important human resource - camp supporters. 
The financial resources were an area where opinions from AC were galvanized. 
The camp finances came mostly from campers' fees and donations. The leaders were 
paid very little. Each leader got a small honorarium for each week they volunteered; this 
honorarium generally was viewed as money for buying items in the tuck shop. In 
addition, there was a staff funding program where leaders could apply for money to pay 
for their costs (usually university tuition). Despite this program, the leaders at AC all felt 
that they did not get the best leaders they could because not all leaders could afford to 
come to camp. This affected the ability of the camp to deliver quality physical activity 
programs because some leaders were forced to teach activities they were not familiar 
with and AC was forced to rely on younger leaders with less experience connecting 
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physical activity and Christianity. Since there was no formal teaching of how to connect 
these two ideas, the camp would need to lean more heavily on experienced leaders in this 
way. However, the ALM and the ACD pointed out that with the campers at AC, they 
focus on fun more than anything else because the campers are not able to understand the 
complexities of the Christian faith. Therefore, a lack of financial resources, though 
harmful, can be overcome with creative and experienced leaders. 
The division that emerged from these findings was that the senior leadership 
credited the outdoor environment and the extensive facilities that the camp had as crucial 
to the camp's goals in physical activity and Christianity, while the AC leaders credited 
the leadership. The camp facilities varied quite widely depending on the particular camp 
that one attended. The Boys Camp facilities were considered the 'best' at OPC, while the 
LIT leaders said their facilities were very poor in comparison to the rest of camp. This 
could explain the different focuses between the senior leadership and the AC leadership. 
It is thus possible that the funding was allocated inappropriately because the senior 
leaders were not aware of the areas the AC leadership saw as being most important (i.e., 
human resources more than material resources). 
Rules and Values 
Using duality of structure, I was able to see that rules were shaped by values that 
were held at camp but I also saw that rules, both formal and informal were a way that the 
campers and leaders were able to pick up on the values of camp. Rules were not often 
simply stated, but rather modelled as the preferred transmission medium for values. 
Modelling also was identified as an informal camp rule. I would actually classify it as a 
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formal rules, since many times in training we were reminded of how important our 
behaviour was in influencing the campers. 
There were many similar answers in the responses I got about rules and values. 
The camp's most important values were the six commitments. These values were 
described as values, informal and formal rules. Some of these values were also described 
on their own, without reference to the six commitments. Specifically, the most common 
values were safety, fun, holistic development, service and caring for the campers. 
Transforming encounters with Jesus was the only one of the six commitments that did not 
have widespread agreement. The job descriptions and the statement of faith were two 
formal rules mentioned by most of the AC staff. The ACC described more specific rules 
like a dress code and rules about physical contact with campers, while all the other 
leaders (including the senior leaders) talked about more general paperwork that included 
all of these rules. Examples of this paperwork include contracts, the staff manual, and 
overall safety and responsibility documents. The ALM referenced a few specific rules, 
but only to acknowledge that he was an exception to a lot of these rules because of his 
position (i.e., he did not have to follow curfew because he needed to work late to prepare 
for the next day). All of these rules connected to the six commitments, as well as to two 
other values that were expressed by a few of the leaders: honesty/fair play (senior leaders, 
ACD, ALM) and inclusion (ACC). During training, in the staff manual and in a card 
given to all the leaders, the six commitments were specifically mentioned. Lastly, 
servant leadership was mentioned by all of the OPC leaders as the leadership style used 
by each person at camp. Results and analysis specific to servant leadership are reported 
in sub-problem #3. 
Looking at informal rules, all of the leaders felt it was important to reflect 
Christian values in their behaviour at camp. All of the AC leaders acknowledged there 
was a particular culture involving several informal rules at AC. This included: a camp 
hierarchy, the struggle of leaders with Christian culture and camp expectations, and the 
expectation that leaders act a bit crazy to entertain the campers. The ALM and the ACC 
both had a lot to say about difficulties with the hierarchy of the camp. For example, it 
was hard for leadership team members to relate to and have friendships with the 
counsellors, which they felt was a major underlying tension all summer. The ALM also 
said that he became frustrated with leaders who were 'camp Christians'; he said that part 
of his job was to help to spiritually develop the younger leaders and he found it hard 
when they would act 'Christian' at camp and live much of the rest of their life in 
opposition to that set of values. The senior leadership also touched on this idea by 
acknowledging that Christian culture brings with it some expectations for all the camp 
leaders and that this is difficult for leaders, young and old, to deal with at camp. Both of 
these examples of camp culture were easily noticeable while I was at camp. Because of 
the camp hierarchy, I felt a bit unsure at times about how to approach the leadership 
team, even though from an age perspective they were more my peers than the younger 
counsellors. Some leaders expressed their frustration with the expectations of how they 
were to behave at camp, especially when it came to modelling 'healthy' male/female 
relationships, which limited their range of relationships to solely friendship. The 
Christian culture is reinforced through IVCF, which first set out the expectations for 
OPC. IVCF is a large Christian organization that has interacted with youth in many 
different environments, so they bring their expectations to OPC. The individual camp 
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leaders are actually employees of IVCF and thus get trained by them; therefore, this 
transfer of Christian culture from top to bottom at OPC is not surprising. The senior 
leadership were very aware of the informal Christian culture, but did not indicate that 
they were aware of the hierarchy issue at AC. This is likely because they work closely 
with IVCF from a policy perspective, but are not involved in the day to day happenings at 
AC. 
There was universal agreement among all leaders that modelling good behaviour 
was the best and most common way of passing on camp values. Training was another 
way that all the leaders learned the appropriate behaviours. The values that were chosen 
to be passed on came from a few different places. First, the senior leadership emphasized 
the importance of the camp's rich history and past leaders for creating the current values 
and rules. The ALM and the ACD mentioned the importance of having past leaders 
coming back to explain the importance of camp. All of the leaders also said they taught 
their own values at camp because they thought they were important. The camp values 
were re-examined and recreated every year by the senior leadership and by the AC 
leadership team. The ACC was the only leader who described a different vision process. 
Her view seemed to come from her relative lack of experience and thus understanding of 
camp. She did not acknowledge the past and felt that she and her fellow leaders needed 
to align with the camp's values. She credited the current leaders above her with setting 
the camp values. 
To ensure that the values are being passed on, each leader has a caregiver and a 
supervisor. At AC, the say-so was a way to ensure that the campers understood the 
values that the leaders were trying to pass on. It seems as if the important values at AC 
were passed effectively from top to bottom except for an understanding and appreciation 
of the history of the camp by the younger leaders. 
Despite a strong connection to the six commitments, there was a disconnect 
between the philosophical and the practical when it came to connecting physical activity 
and Christianity at Adventure Camp. The leaders who are higher in the camp hierarchy 
have a good understanding of how to use this relationship effectively at camp, but the less 
experienced and younger leaders have a much more limited understanding of this subject 
and as a result do not know how to incorporate this connection into their job as a leader. 
The leadership team, the ACD and the camp's senior leadership are very much alike in 
terms of their experience. The ACC, and others like her who were younger, knew less 
about how to bring a relationship between physical activity and Christianity to camp. 
The ALM, who was in the middle of the hierarchy, pointed out he does not have the 
opportunities of leaders lower in the hierarchy to affect the camper's spiritual lives 
through physical activity. This probably was made worse by the relationship problems 
that existed between the counsellors and the leadership team. Also, because there is no 
formal teaching on how to approach a physical activity and Christianity relationship, the 
understanding of this relationship by the more experienced leaders is not passed on to the 
younger leaders. Unlike most of her peers, the ACC had many ideas on how a 
relationship between physical activity and Christianity could exist, but when asked how 
she used these connections at camp she only cited modelling good behaviour. Since this 
lines up with common camp behaviour, it appears as though her additional knowledge 
was not employed at camp because she was not taught any other way to use that 
knowledge at Adventure Camp. I was given several explanations for why there was no 
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formal teaching on how to employ such a connection. The ACD said that the focus at AC 
is less on skill and teaching and more on fun because of the age of the campers. The 
ALM said that he is not in a position to teach these things because he does not work 
directly with campers. He also said that, in some ways, safety rules limit leaders' ability 
to do certain physical activities. 
The lack of transmission of the physical activity/Christianity relationship 
appears to result from a de-emphasis on such a relationship, because the rest of my 
findings indicated that the senior leadership and leadership team appeared very effective 
at passing on other complicated values. This was done even if it meant only making the 
younger staff aware of these values and giving them simple guidelines on how to pass 
them on, however infrequent the opportunities may be. An example of this was the 
approach taught on how to evangelize to the young campers; the leaders were encouraged 
to share their personal stories about God but only when the campers were interested. At 
AC this never happened with physical activity and faith. 
Summary of Analysis Between Leaders In Training and Adventure Camp 
In comparing the findings from LIT and AC, I found that several themes emerged. 
The first theme was similar to the first-sub-problem, in that the six commitments were 
universally recognized (formally and informally) by all of the leaders. These values were 
passed on through the formal and informal rules of camp. In my directional proposition I 
had expected these values to be similar. In some cases, the senior leadership identified 
some different values than the counsellors, as I had expected, but the differences were not 
as big as suggested by Issac et al (2004). Issac et al (2004) had found that supervisors 
understood the terminal values of the workers but not the work or instrumental values. I 
found that the values which were different could not be consistently categorized. 
Another one of the common themes between LIT and AC was the concrete 
understanding of physical activity and Christianity through canoe tripping in the 
wilderness (referred to at camp as creation). LIT was where this idea was explained and 
experienced by the campers, by leaders who were formally taught a little bit about the 
purpose of the canoe trip. The leaders at LIT also learned about the trip more once they 
had been on it one or more times. This experience and understanding stuck with the 
campers as they went on to lead at Adventure Camp. Most of the leaders at Adventure 
Camp and at the rest of the camp went through LIT, therefore this experience and 
understanding became a common connection and informal rule shared by most leaders. 
These ideas on canoe tripping in creation appeared to grow more with the leaders' 
experience at camp. Also, those leaders who had a connection to LIT after they did the 
program, grew even more in their understanding of this relationship. The PDP and the 
LCD grew to the point that they had a complete framework and philosophical 
understanding of the role of physical activity and Christianity at camp. Unfortunately, at 
both camps it was clear that these types of understandings were not explicitly passed on. 
LIT did a better job specifically in regards to out tripping in creation than AC, and AC 
was more successful at incorporating physical activity into their bible studies. However, 
AC did not include this in any formal vision process and LIT did it only in a limited way. 
The second common theme that emerged from an examination of the two camps 
is in regard to the allocation of resources. The senior leadership did not always 
understand the resource struggles of Adventure Camp and LIT. Largely, the issue was a 
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financial one, or could be traced back to a lack of finances. It is clear that being a non-
profit organization that was the only money maker for a larger organization (IVCF) made 
for financial difficulties. The senior leadership understood this, as did most of the older 
camp leaders. However, the difficulties expressed by the individual leaders at LIT and 
AC were in reference to the allocation of resources. All LIT leaders expressed a 
frustration at their camp's site and the lack of proper equipment. This was the largest 
factor they linked to not being able to teach a relationship between physical activity and 
Christianity very well. As mentioned above, when they were able to have better facilities 
(i.e., the Ontario Parks system) they were able to successfully create a relationship 
between physical activity and faith. However, their on camp site actually hindered an 
opportunity for physical activity. Beyond being able to pay the leaders more (as will be 
discussed below) the facilities were the main concern at LIT. 
At Adventure Camp, leaders also struggled with their financial situation. The 
leaders felt their camp site and facilities were good but they felt very strongly that 
because they did not have much money to pay leaders at camp, they were not able to get 
the best leaders. At both camps, almost every leader said that having good leaders was 
the key to having a good camp in all aspects, including creating relationships between 
physical activity and Christianity. Therefore, providing more money to bring in better 
leaders and improving LIT's facilities were the consensus needs for the leaders at AC and 
LIT. At the time of my research, the major projects underway or in the plans at the camp 
were to renovate Boys Camp and Girls Camp facilities. Therefore, it appears as if the 
senior leadership does not understand the needs as expressed by the AC and LIT leaders. 
I came to the above conclusion without a thorough examination of the needs of Boys and 
Girls camp because that was beyond the scope of my research. Therefore, it is possible 
that if I were to examine BC and GC as I did LIT and AC, I may have come to a different 
conclusion regarding the allocation of financial resources. 
Sub-Problem #3 
Introduction 
In Sub-problem #3 I asked what leadership qualities and styles of leadership are 
used at Ontario Pioneer Camp (OPC). I focused on servant leadership, as this is the 
leadership style purported by OPC, but other leadership styles and qualities will be 
included as they are mentioned. To explore this sub-problem, data was used from 
interviews, participant observation and where helpful, a document analysis. Interviews 
included are one's done with each of the leaders at the Leaders In Training camp (LIT) 
and Adventure Camp (AC), as well as the interviews done with the senior leadership. 
In the results section, participant observations are treated as an overall view of the 
camps, while each leader's opinions are treated as his/her own view. Each of their views 
will be presented as a profile, highlighting each of the 12 servant leadership qualities, the 
role of moral values in leadership, treatment of the follower, and other leadership styles. 
In the analysis section, each profile is compared to relevant literature. Those 
results are then compared among the leaders at LIT and then the leaders at AC (See 
APPENDIX F for summary). Any common themes or major differences between LIT 




When asked about the qualities of servant leadership, the senior leaders identified 
10 of Page & Wong's (2000) 12 servant leadership qualities. They identified all of the 
character orientation qualities (integrity, humility and servanthood) and all of the people-
orientated qualities (caring, empowering and developing others). In the task-orientation 
category they mentioned visioning and leading but not goal setting. In the process-
orientation category they identified modeling and shared decision making but not team-
building. In addition, they identified confidence, discernment and competence as servant 
leadership qualities. Both senior leaders explained what they thought of servant 
leadership clearly. "The greatest picture of servant leadership is through what Jesus 
Christ did" (PCD, Interview Transcript, p. 16). "A servant leader has to be...convinced of 
the gospel or the Christian message so they have something...that they're willing to serve 
for" (PDP Interview transcript, p. 22). 
The senior leaders also shared their opinions on several key aspects of servant 
leadership. They viewed the individual camp leaders as friends, but related to other 
followers in a more supervisor/supervisee way. They saw moral and ethical values as the 
one thing that defined the boundaries and foundation of their action. The PDP learned 
about servant leadership while growing up as a camper at OPC, and then it was all put 
together for him at LIT. The PCD said that he learned about servant leadership by seeing 
it modeled by his parents and camp leaders (not at OPC) while growing up. The senior 
leaders said that they were servant leaders most of the time, but they would become 
autocratic in emergency situations or when decision needed to be made quickly. 
Leaders In Training Camp Director (LCD) 
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The LCD identified 7 of the 12 servant leadership qualities. He mentioned all of 
character orientation qualities. In the people-orientation category he mentioned caring 
and developing others but did not say anything about empowering others. He talked 
about only one quality in each of the last two categories: leading and modeling. Other 
qualities he mentioned that were important to servant leadership were honesty, 
communication and confidence. 
When asked about his relationship with his followers, the LCD said that he took 
the time to get to know them, to appreciate their abilities and to serve them. He described 
the role of moral values in his leadership: "serving is a moral value because I feel like 
how Jesus led and I feel that's how God would want us to influence each other is to put 
other people first" (LCD Interview Transcript, p. 18). He learned about servant 
leadership from his experience at LIT. In talking about other types of leadership, he said 
that being relational was really important but there were times when it was not the best 
way to get things done. 
Leaders In Training Leadership Team Member (LLM) 
The LLM also identified 7 of the 12 servant leadership qualities. She talked about 
two qualities from each of three orientation categories; from the character category she 
talked about humility and servanthood, from the people category she mentioned caring 
and developing others, and from the process category she referred to modeling and team-
building. From the task-orientation category, the only quality she mentioned was 
leading. Other qualities she related to a servant leader included being easy going, having 
a sense of humor, being committed, being passionate, and being forgiving. Being a 
servant leader was a given for the LLM: "there is no way I could be a leader and not be a 
servant leader because it's just so in line with my faith" (LLM Interview Transcript, p. 
17). 
The LLM saw her followers as friends. She also said that having a solid moral 
foundation was something a good leader must have. She learned about servant leadership 
at LIT, but she felt it was oversaturated there; she said she really saw it as a natural part 
of small communities that she'd been a part of in her life outside of camp. Another 
leadership style that she mentioned was the idea of gift-based leadership, where each 
person leads in an area in which he/she is gifted. 
Leaders In Training Counselor (LC) 
The LC identified 7 of the 12 servant leadership qualities. These qualities 
included humility, servanthood, caring, developing others, leading, modeling and team 
building. He felt that good servant leaders are able to foster open and inviting 
relationships between themselves and their followers. He said that the moral basis for 
servant leadership is rooted in the bible. He learned about servant leadership from camp 
and has since seen and read about it in business books. 
Participant Observation of LIT 
At LIT, I found evidence of all twelve servant leadership qualities. Out of the 
four categories of servant leadership, I observed the people-orientated qualities occurring 
the most (caring, developing and empowering others); combined, I made 40 separate 
observations of these qualities. Within this category, caring for others was the most 
frequently observed quality; I documented 24 specific examples of caring in my 30 days 
at LIT. A typical example was during a period of time when I was having difficulties 
with one particular camper. I was approached numerous times by several different 
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leaders who wanted to check on me and see how I was doing, both emotionally and 
spiritually. 
The other three categories were character orientation (18 observations), task 
orientation (22) and process orientation (28). The two other qualities that I observed the 
most were leading (13) and modeling (12). Leading was highlighted well by a canoe trip 
leader; as we left for the canoe trip, very quickly he became the go to person for campers 
with questions about camping or canoeing activities. A good example of modeling 
occurred in several instances where leaders would model how to conduct a common 
leadership activity (i.e., bible study), debrief what they did and then have the campers 
lead their own session. 
The character orientation qualities I observed were integrity (6), humility (7) and 
servanthood (5). An example of integrity occurred when a leader stopped a camper from 
talking about Karla Homolka. I observed an example of humility when one of the 
counselors (small group leaders), who was an accomplished film producer, would not talk 
about his accomplishment unless he was directly asked about it. For servanthood, an 
example happened when the campers arrived. They were greeted by the leaders and 
helped in taking their luggage to their room, all while being engaged in friendly 
conversation. 
The other people-orientation qualities I saw were empowering (7) and developing 
others (9). There were several cases where caring for others could have also been 
considered developing others or team building. This occurred several times when the 
leadership team took all the leaders out for ice cream; when asked, the leaders actually 
said that this time was intended for both taking care of the leaders and bringing them 
closer together. Developing and caring for others overlapped when the small group 
leaders would have one on one talks with the campers. These talks were a requirement 
for small group leaders and the leadership team told us that these talks were intended for 
both growing and caring for the campers. 
The other task-orientation qualities I observed were visioning (5) and goal setting 
(4). Visioning was highlighted in the pre-camp training, when the leadership team laid 
out for everyone what they wanted to accomplish with the LIT camp. Goal setting also 
was shown at the beginning of camp, when the LIT's were required to write down three 
goals that they wanted to achieve while at camp. 
Lastly, the process-orientation qualities, in addition to modeling, were team 
building (9) and shared decision making (8). To aid in team building, the leadership 
team, numerous times, would take all of the leaders out for ice cream or similar team 
events. Shared decision making revealed itself on the canoe trips, where the leaders led 
the trip initially but then turned over the leadership of the trip to the campers for the rest 
of the trip. 
In addition to the servant leadership qualities, one other leadership quality 
emerged through my observations. The campers were taught the benefits of both 
autocratic and democratic leadership, and how each was useful under the right 
circumstances. A few of the leaders mentioned that at times they had to be stern and 
demanding (and were). Also, the small group leaders were encouraged to be firm with 
the campers to begin with, and then ease off as time went on, as this was thought to be an 
effective leadership technique. 
Adventure Camp Director (ACD) 
The servant leadership qualities identified by the ACD covered 5 of Page & 
Wong's (2000) 12 servant leadership qualities. The character-orientation category was 
the only category where she identified more than one quality; integrity and servanthood 
were the qualities identified in this category. In the people-orientation category she 
talked about caring for others, in the task-orientation category she mentioned visioning 
and in the process-orientation category she mentioned modeling. Two other qualities that 
she mentioned as servant leadership qualities were excellence and taking initiative. 
When asked about her treatment of her followers, she said that she would come 
alongside everyone she led and become friends with the older leaders; with the younger 
leaders she would have to be a little more authoritative. When talking about moral and 
ethical values, she said that they are very important because they determine what is the 
right thing to do. In addition, she mentioned integrity as the key to connecting one's 
morals to leadership. She learned about servant leadership from the previous ACD, who 
was the one who hired her. 
Adventure Camp Leadership Team Member (ALM) 
The ALM spoke about 8 of the twelve servant leadership qualities. In the 
character-orientation category he mentioned humility and servanthood. In the people-
orientation category he talked about all three qualities (caring, empowering and 
developing others). For the task-orientation category he talked about visioning and 
leading. In the process-orientation category he only spoke of modeling. He also 
mentioned discipline and experience as other servant leadership qualities. He explained 
experience this way: 
Camp runs in a way that is totally different from any other organization 
and...especially with the values and what's expected at camp...you come 
into it as someone that's new and it's a weird place so experience for 
leadership at camp is a huge thing because you learn how things run 
(ALM Interview Transcript, p. 14). 
He described his relationship with his followers as one of friendship for those 
who worked closely with him; with other followers he was more directive. When it came 
to moral and ethical values, he said that his faith directed what he did but he was not as 
active in applying it every day with those he led, because he was so busy. He learned 
about servant leadership at LIT, where he said that "it's always kind of drilled into your 
head and...we have so many sessions that talk about servant leadership in one way or 
another" (ALM Interview Transcript, p. 15). He mentioned that when he leads younger 
people, or if he leads in more emergency type situations, he has to be more directive. 
Adventure Camp Counselor (ACC) 
The ACC referred to 5 of the 12 servant leadership qualities in her description of servant 
leadership. She mentioned integrity, servanthood, caring, developing others and 
modeling. She did not talk about any qualities in the task-orientation category. 
The ACC's relationship with her followers was being a friend, being equal and having 
fun, but still being an authority figure. She said that her Christian values are her guide in 
how she treats people while leading. She learned all of this at LIT, where she went as a 
camper. She said that servant leadership was the only leadership style she was taught and 
the only one that she used. 
Participant Observation of Adventure Camp 
At Adventure Camp I observed many examples of all but two servant leadership 
qualities. I did not observe any incidences of goal setting and I only observed one 
example of shared decision making. However, for shared decision making, the one 
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observation I made was an observation of a pattern of behaviour. The ACD, on a daily 
basis, would let her staff go about making decisions regarding the camp's program, as 
they worked without her most of the time. These decisions generally surrounded the 
development of the weekly story line that was played out by 'characters' over lunch time. 
The three most observed leadership characteristics were caring for others (23 
observations), leading (17) and servanthood (15). One interesting example of caring that 
I observed during pre-camp training was when a leader was explaining to the males the 
importance of loving the campers; he said that because children have a shortage of male 
role models who are openly loving, camp provides an opportunity for the male leaders to 
show the campers this kind of love. Of the twenty-three examples of caring, many were a 
result of unique processes that the camp had put in place to purposefully care for staff and 
campers. Examples included every leader having a care-giver, formal training on how to 
show love to campers and rewards at staff meetings. 
The pre-camp training continually demonstrated examples of leading. Different 
leadership team members took turns hosting sessions on various topics. Another example 
of leading was the weekly business meetings, hosted by the ACD, where the week was 
debriefed and the plan was laid out for the coming week. An example of servanthood 
was when a leadership team member, in casual conversation with me, talked about how 
the leaders hoped to serve campers through their Christ-centered programming. 
The people-orientated qualities was by far the category where I made the most 
observations. In addition to caring for others, I made eleven observations of leaders 
developing others and four examples of leaders empowering others. I also found quite a 
few examples that could have been cited as both caring for others and developing others. 
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For example, there were bible studies held a few times a week for the leaders to attend, 
which were intended for their spiritual development as well as a time for them to relax 
and spend time and talk with their peers. The development of others could have been 
divided into two categories; caring for the campers and caring for other leaders. My 
observations were made up of an even amount of both kinds of observations 
The remaining three categories were very similar in the number of observations I 
recorded. I observed character-orientated qualities twenty-four times, task-orientated 
qualities twenty-two times and process orientated qualities twenty times. The character-
orientated qualities other than servanthood that I observed were integrity (4) and humility 
(5). An example of integrity I noticed was when a camper wanted a hug from a leader (a 
common occurrence), even though the camper had refused to hang up his towel as he had 
been asked. The leader told the camper that he would only give him a hug once he had 
hung up his towel. Humility was demonstrated by the ACD when she asked the special 
needs nurse if one of the more difficult campers at the camp would be a better fit if he 
came back to camp next year as a special needs camper. She had the power to make the 
decision herself, but had the humility to ask someone who knew better. 
Beyond leading and goal setting, the other task-orientated quality I observed was 
visioning. Most of my observations of visioning came during pre-camp where, at several 
different sessions, the PCD, the ACD and other members of the leadership team laid out 
their visions for the summer. They each specifically used the word vision when 
explaining what they wanted to happen. The vision was re-cast and adjusted at weekly 
business meetings organized by the ACD. 
Team-building, under the process-orientation category, was observed seven times. 
At pre-camp the leaders were told that one purpose of pre-camp was for all the leaders to 
get to know each other; they were encouraged likewise to do so. One of the specific 
events designed for team building was a hoe down (i.e., square dancing) that was 
organized for all the leaders doing pre-camp at the varying OPC individual camps. 
The only noticeable leadership style that was mentioned as not being a part of 
servant leadership at adventure camp was regarding discipline. The leaders most often 
would get very serious and strict with the campers under these circumstances, and not 
specifically embody any of the servant leadership characteristics. 
In addition to the cross-over between developing others and caring for others in 
my observations, I also noticed a cross-over between servanthood and developing others, 
and between modeling and leading. For servanthood and developing others, often an act 
of service, like the leaders sharing old stories with the campers, was also intended to 
develop the campers' faith. This was a part of the program at the nightly campfire. In 
most cases, the modeling of behaviour was also intended to lead campers and other staff. 
This was demonstrated every day at meal times when the weekly story line was playing 
out. Leaders dressed up as different characters and acted out a story that wrapped up by 
the end of the week. The leaders who were sitting at the meal tables with the campers 
would always be among the loudest, cheering and voicing an opinion on the characters as 
they made their way into the dining room. All the leaders were told to act like this, so 




The senior leadership identified 10 of the 12 servant leadership characteristics, the 
LCD 8 of 12, the LLM 7 of 12 and the LC, 7 of 12. Goal setting was the only servant 
leader quality that no one mentioned, and it was also the quality that I observed the least 
while at LIT. Putting the senior leadership aside, none of the LIT leaders identified 
empowering others or shared decision making. These findings coincided with my 
participant observation, as caring and developing others were observed far more 
frequently than empowering others. 
In the process-orientation category, shared decision making was observed less 
often than modeling or team building. The LCD, like the senior leaders, identified all of 
the character-orientated qualities; this was the only category where this happened with 
any of the LIT staff. Also, in the character category the LLM and the LC mentioned 
humility and servanthood but did not identify integrity. 
In the task-orientation category, leading was identified by all of the leaders but 
visioning was only mentioned by the senior leaders; this was mirrored by my 
observations where leading was observed more than twice as much as visioning. In the 
process-orientation category, modeling was mentioned by all the leaders associated with 
LIT and I observed many examples of modeling both happening and being taught. Team 
building and shared decision making also were observed at LIT, but only the senior 
leadership mentioned shared decision making and only the LLM and the LC mentioned 
team building. 
The qualities that were unanimous among all interviews and observations were 
humility, servanthood, caring for others, developing others, leading and modeling. That 
makes the people-orientated qualities the most prevalent. The reason for this can be 
traced back to these qualities and their roles in the camp rules (formal and informal), the 
camp values and their close relationship to the six commitments. Indications from the 
previous two sub-problems are that a camp culture passes on values of caring, service, 
leading and modeling. Most of the leaders clearly stated that they learned about servant 
leadership from OPC and their LIT experience. Therefore, if LIT has strong consistent 
values then servant leadership across OPC will have strong consistent values. Also, the 
people-orientated focus is not surprising to me, as one of my most significant experiences 
at camp was how I learned about and saw the prevalence of unconditional love that was 
given to the campers. The assumption that most leaders operated under was that the 
ultimate development and spiritual understanding of the campers would emerge from an 
experience with this unconditional love. This love was described by these leaders as 
God's love. 
The only other leadership quality that was frequently mentioned and observed but 
did not fit neatly into a specific servant leadership quality was communication. After 
having observed the other qualities, it appears to me that communication is an integral 
part of servant leadership. OPC leaders were able to effectively pass on their values to 
campers and other leaders through a communication process that involved modeling, 
listening, informal discussions and formal lecture-style situations. This suggests that 
communication as a two-way process (top-down and bottom-up) is an important part of 
servant leadership. 
As mentioned in the review of leadership, the keys to servant leadership, beyond 
its qualities, are the leaders' close relationship with their followers and the importance 
placed on moral and ethical values. These two keys were present at LIT. The 
relationships the leaders had with their followers were most often described as one of 
friendship and several of the leaders made it clear that for them, servant leadership is a 
relationship-based leadership style. The only exception to this was when the senior 
leaders said that they were friends with the individual camp leaders and had a more 
formal relationship with other leaders. Moral and ethical values were described by the 
senior leaders as foundational and the measuring stick for what they did. Linked to this, 
all the leaders made reference to their Christian values as the foundation for this 
leadership approach. Several specifically agreed with Marciariello (2003) and 
Gunderson (1997) in saying that Jesus Christ is the ultimate servant leader and the role 
model they aim to emulate. 
Adventure Camp 
The ACD identified 5 of the 12 servant leadership qualities, the ALM 7 of 12 and 
the ACC 5 of 12. The ACD said that she learned about servant leadership from the 
previous ACD and she did not go to LIT, so despite being older her relative camp 
experience was less, thus leading to less of an understanding of servant leadership as 
compared to the ALM. 
Caring for others, servanthood and modeling were servant leadership qualities 
that were unanimously mentioned by the Adventure Camp leaders. The senior leaders 
also mentioned these same qualities. These qualities all involve the relationships that 
occur at AC, which is to be expected as the ALM said that relationships are the 
foundation of everything that happens at camp. This idea also emerged in the previous 
two sub-problems. The character-orientated qualities were the most universally 
mentioned by all the leaders, with people-orientated qualities as a very close second. A 
focus on character and people-orientated qualities falls in line with the relational culture 
of Adventure Camp. 
Goal setting and team building were not mentioned by any of the leaders; shared 
decision making was only mentioned by the senior leaders and not any of the AC leaders. 
Interestingly, I made seven observations of team building and it was specifically 
mentioned by the AC leadership team as a goal of several activities that they had the staff 
and campers do. However, I did not make any specific observations of goal setting. 
Shared decision making was noticed only once in my observations. From these results, I 
would say that shared decision making and goal setting were not seen as important 
aspects of servant leadership at AC, while team building was important. As mentioned 
previously, because team building fits with OPC's values, as indicated in the six 
commitments, in addition to my observations I believe it to be important to Adventure 
Camp. 
The other value that emerged as important to the Adventure Camp leaders was 
visioning. The ACD and the ALM both mentioned this was an important part of servant 
leadership; in my observations, I repeatedly wrote during training about how each 
different leadership section of camp would lay out their vision. They went as far as to 
specifically use the word vision. The ACD and some other leadership team members 
would have weekly meetings to discuss and re-evaluate this vision. Visioning is a two 
stage process involving the developing/revising of the vision and the implementation of 
the vision (Nanus, 1992). At Adventure Camp, the developing and revising occurred 
before camp started, with the ACD and her assistant director meeting and creating a 
vision based around OPC's larger vision. Then the ACD met with the leadership team to 
refine that vision. The vision is then focused for each part of camp. The implementation 
occurred at pre-camp training, where all the counselors heard it through various sessions. 
Nanus (1992) also talked about vision maintenance and this was represented well by the 
weekly meetings. Visioning at Adventure Camp confirms the vision process as laid out 
by Nanus (1992). 
Experience was another servant leadership value that was mentioned and I was 
able to confirm through my experience at camp. Experience was mentioned by the ALM 
as a key to leading at OPC, because it is a unique place and things are done in a very 
particular way; without understanding camp culture, it is hard to lead within it. Having 
come to OPC for the first time to do my research, I encountered a steep learning curve 
initially as I attempted to understand the camp culture; however, once I was able to 'fit 
in' I found everything became easier. I wrote about this on day 3: "I was a bit frustrated 
today after canoeing, it was not organized well enough. I don't think it's going to be 
helpful because we can only teach A level to AC campers" (AC Participant Observation 
Notes). Having reflected on that experience, I still have some reservations about how 
they taught canoeing, but I now understand Adventure Camp's emphasis on fun more 
than excellence; therefore, I can better understand some of their practices. 
When examining the two foundations of servant leadership, treatment of 
followers and the role of moral and ethical values, I found a general consensus of opinion 
at AC. All of the leaders described their relationship with their followers as one of 
friendship, where they would come alongside another person to lead them. They also 
agreed that when it came to leading younger campers or leaders, they had to be more of 
an authority figure. The moral aspects of servant leadership were also mentioned by all 
of the leaders as very important when being a servant leader. They connected the moral 
aspects of leadership to integrity, their faith and doing the right thing. These results fall 
in line with other research about servant leadership with one exception. Authoritative 
behaviour was not mentioned as a part of servant leadership, but it does match with the 
situational leadership approaches researched in the Ohio State and Michigan leadership 
studies (Boucher & Case, 1981). These studies indicated that different situations required 
different leadership styles; this was also the opinion of the AC leadership and the senior 
leadership. 
Comparison of Leaders In Training Camp and Adventure Camp 
Both LIT and AC focused on character and people-orientated qualities the most. 
Caring for others was by far the most common quality I saw at either camp, and it was 
also identified as a key servant leadership quality by every leader I interviewed at the two 
camps. Servanthood and modeling were two other qualities that I observed many times 
at both camps; they were unanimously mentioned by all the leaders. As mentioned 
above, the focus on these qualities was a result of the camp's value system and the camp 
leaders' ability to pass on these values, most specifically through LIT training. This 
conclusion differs slightly from my directional proposition. I expected similarity in the 
approach to servant leadership but expected some differences due to the personal nature 
of servant leadership; however, due to the camp's success in passing on its value among 
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leaders, I only found differences that related to relative camp experience because OPC 
was the only place where most of the leaders had learned about servant leadership. 
The most significant means through which servant leadership qualities were 
passed on at OPC were at LIT. Almost all of the leaders credit LIT as the place where 
they learned about servant leadership; some also said that as campers they noticed this 
sort of behaviour modeled, so when it came time for them to lead they knew what was 
expected of them. This was particularly evident since the Adventure Camp leaders saw 
servant leadership in a very similar way to leaders at LIT, even though it was not directly 
being taught at AC. Also, most leaders come from within the camp, so a more 
homogenous approach to servant leadership is logical. 
Another result I noticed between the two camps was that the leaders at LIT were 
able to identify more servant leadership qualities than at AC. Also, those leaders who 
had gone to LIT were able to identify more servant leadership qualities, and those leaders 
with more experience were able to identify more servant leadership qualities. This would 
make sense given the foundational nature of LIT. Almost every activity done at LIT is 
intended to teach and grow the campers' leadership abilities. In keeping with this point, 
the leadership qualities being taught lined up with many of the qualities identified by 
Page & Wong (2000). 
There were a few leadership qualities that did not fit neatly into Page & Wong's 
(2000) model. The first was communication; it is not a quality as defined in the study, 
but it was mentioned as an important part of several other qualities and it was used by my 
myself and some of the interviewees in their definition of leading. It could fit into the 
process-orientation category of Page & Wong's model (2000) because I found it is a 
process through which servant leadership is achieved. Secondly, discipline was used 
mentioned by many of the leaders. Drawing from the servant leadership style of Jesus, I 
would think that discipline might fit within the process-orientation of leadership as well 
because he demonstrated at times that discipline was required, such as when he turned 
over the tables of the money lenders when they were inappropriately operating in the 
temple. Lastly, several qualities were observed at the same time in the same action. 
These values include servanthood and developing others; and caring for others and 
developing others. All of these findings suggest that Page & Wong's (2000) servant 
leadership inventory is not complete. 
An interesting difference I noticed between Adventure Camp and LIT was that 
visioning was acknowledged and actively carried out by the leaders at adventure camp, 
while at LIT there was less evidence of the vision process. At AC, the leaders 
specifically mentioned that they were sharing and maintaining a vision. At LIT a vision 
was shared, but to a smaller extent and not to all of the leaders. A few leaders arrived 
after the pre-camp training and they were not given the same training as those who had 
already arrived. Also, none of the leaders at LIT mentioned visioning as a part of their 
view of servant leadership. This might have been because the leaders are more 
experienced at LIT, therefore they would already have an understanding of the vision for 
LIT. LIT aims to develop leaders and from year to year, the vision does not sway too far 
from this purpose. Also, in all of my observations at LIT there was a definite focus on 
the character and people-orientated qualities of servant leaders. The other quality that 
was unanimously mentioned was modeling. It was mentioned throughout the interviews 
and was always tightly tied to teaching good character. Therefore, with the focus at LIT 
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on these qualities, it is possible that the other qualities, and specifically visioning, were 
de-emphasized. 
CHAPTER IV 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
Summary 
This study was designed to examine how leaders at Ontario Pioneer Camp 
socially constructed relationships between physical activity and Christianity. Servant 
leadership was examined, and specifically how it related to this process. To explore this 
problem, I spent 2 months working and doing participant observation at two individual 
camps at OPC (Leaders In Training, Adventure Camp). While there, I also gathered and 
analyzed important camp documents. After completing that, I completed interviews with 
twelve leaders from OPC. I triangulated these three sources of information for each of 
three sub-problem. 
The first sub-problem looked at how the administrators at OPC socially 
constructed a physical activity and Christianity relationship. The second sub-problem 
compared the administrators views of this socially constructed relationship to those of the 
leaders answering to them at LIT and AC. The third sub-problem looked at the degree 
that servant leadership (as defined by Page & Wong, 2000) was employed by leaders at 
OPC. 
Conclusions 
The six commitments of OPC (see p. 66) and their associated values were largely 
successfully passed on to all the leaders at LIT and AC. There was almost no 
disagreement among leaders concerning which values were foundational to OPC. These 
values were passed on through the camp rules and through the camp's history; OPC 
alumni and senior leadership contribute time, money and prayer back to the camp and 
through this they ensure that the values and traditions they feel are to be important are 
passed on. I also found that the values of the camp are reflected in the camp's rules and 
the rules help to reinforce the values of the camp. These reinforced values then become 
the culture of OPC. 
Based on the success of the transference of all the values that were stated in the 
six commitments, it is not surprising that the most successfully passed on connection 
between physical activity and Christianity was the appreciation of creation on canoe trips. 
Showing the beauty of the natural world and fun, two of the six commitments, lend 
themselves to canoe tripping quite easily. 
However, beyond this connection to physical activity and Christianity there was a 
very limited understanding among the younger camp leaders when it came to physical 
activity and Christianity. There also was a large gap between the well developed 
understanding of this relationship and the minimal practical application of this 
understanding in the day to day operation of LIT and AC. There was a de-emphasis on 
these values at OPC. Through their experience at camp, the older leaders seem to be able 
to come to a well-informed conclusion about how to connect physical activity and 
Christianity, but all the evidence that I have found suggests that this understanding takes 
many years to develop at camp with only a small amount of formal teaching on the 
subject. The LIT canoe trip is the one place where all the leaders make a specific 
reference to learning about physical activity and Christianity. As this is the only place 
where it happened formally, it limits the impact of these values across camp more 
broadly. 
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Another disconnect in terms of values came in the allocation of resources. The 
senior leadership, who make the majority of the financial decisions at camp, did not share 
the same perspective as the leaders at LIT and AC concerning where their camps' money 
should go. All the LIT leaders expressed displeasure with their site and the limits the site 
put on physical activity. At both LIT and AC, the leaders agreed that having good 
leaders could overcome most of the camp's problems and were the camp's most 
important resource. Through their actions, the senior leadership did not agree with this 
direction; most of the leaders at both camps said that by not having very much money to 
give to good leaders, many of the best leaders were prevented from working at camp. 
As is suggested above, the leadership of OPC reinforces a homogeneous set of 
values. One of these values is servant leadership. Servant leadership is practiced and 
taught quite extensively at LIT. Using Page & Wong's (2000) survey of servant 
leadership, my research revealed an emphasis at OPC on the people and character-
orientation qualities by all of the leaders. These areas align with several of OPC's six 
key commitments. 
The amount of understanding of servant leadership correlated directly to the 
amount of experience each leader had at camp. This correlation was even stronger with 
leaders who had worked or gone through the LIT program. At LIT, servant leadership 
was foundational to everything that the campers learned; therefore, this is not a surprising 
outcome. 
I found a few qualities that could be added to Page & Wong's (2000) servant 
leadership survey. These qualities are discipline and communication. I also found a 
crossover between several servant leadership qualities. Different observations that I 
made could have been categorized as two different values (e.g.,, caring and developing a 
person). I also found that many actions by leaders were intended to address two different 
values. 
Recommendations 
These recommendations are in two parts. First, the theoretical recommendations 
are intended for the academic community and for future study in the areas covered by this 
work. Second, the practical recommendations are intended for Ontario Pioneer Camp; 
highlighting the findings and conclusions in this work can be used to improve the camp 
leadership and programs. 
Relationships between physical activity and Christianity occur in many different 
ways but in order to put them into a context, they need to be categorized. Currently, the 
categories used (Ginter, 2004) helped to frame the connections but were not specific 
enough to provide a lot of meaning. Many of the connections had similarities, so further 
research could be done to find more specific categories of physical activity and 
Christianity relationships. Also, the source of these relationships appear from this study 
to be learned through repeated exposure to similar circumstances and ideas. It would be 
interesting to look at how these relationships have been, or could be, formally taught. 
Lastly, it would be worth investigating to see if different connections between physical 
activity and Christianity would emerge in different circumstances (i.e., Christian sport 
organizations). 
In servant leadership, I observed various situations where two qualities were 
consistently seen together. In addition, two qualities - communication and disciple -
which are not servant leadership qualities according to Page & Wong (2000), were 
consistently found in my research. Both of these qualities seemed to be suited to the 
process-orientation category. Finally, I created operational definitions for each of the 
servant leadership qualities, which has not been done before. These contributions 
provide a good basis for further clarification of suitable qualities for servant leadership, 
as well as their operational definitions. These definitions could then be systematically 
tested for further insight on the nature of servant leadership. 
From a practical perspective, OPC could benefit by doing several things. The 
relationships between physical activity and Christianity need to be formally taught, 
because the ideas that the more experienced leaders have, beyond canoe tripping in 
creation, are not being passed on. This would not be difficult because the camp already 
has a successful framework for passing on their many other values. These relationships, 
if put through this framework, could be effectively transmitted. A beginning for 
providing leaders and campers with a better understanding of connections between 
physical activity and Christianity might be to more specifically tie physical activity to the 
six commitments, to have more formal sessions on how to pass these values on, and to 
integrate these values into their physical activity curriculum. 
The other major improvement that OPC could make is to examine the current 
allocation of resources. The senior leaders could benefit from talking to the individual 
camp leaders about the allocation of resources. Specifically, good leaders, according to 
the LIT and AC leadership, are the most important aspect of camp and they are being lost 
because they cannot be paid enough. 
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APPENDIX B - DOCUMENT ANALYSIS FORM 
Name of document 
Author: : 
Brief Description of contents and layout of the document 
Purpose of document (why was it written) 
Camp Values - Description 
Contents 
Individual(s) identified: 
Formal Camp Rules - Description Individual(s) identified: 
Informal Camp Rules - Description Individual(s) identified: 
Identified a relationship between PA and Christianity - Description Individual(s) 
identified: 
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Source of camp resources - Human 
Description: 
Provider expectations: 
Source of camp resources - Financial 
Description: 
Provider expectations: 
Source of camp resources - Material 
Description: 
Provider expectations: 
Leadership qualities (Name, Description and leadership style) Individual Identified: 




1) Sub-problem #1 and #2 
a) Leader Biography14 
b) Physical Activity/Christianity Relationship 
c) Effect of Camp Resources1 
d) Effect of Camp Rules1 
e) Effect of Camp Values1 
2) Sub-problem #2 
a) Vision 
b) Value Congruence 
3) Sub-problem #3 
a) Servant Leadership profile 
b) Additional leadership qualities and styles 
Part 1 - The Leader's Background [la] 
Tell me about your life involvement in physical activity 
Briefly describe to me your background in the Christian faith 
Tell me about your involvement with Ontario Pioneer Camp 
Part 2 - Physical Activity and Christianity [lb] 
Do you see, in your own life, any relationship between physical activity and your 
Christian faith? 
• If yes - describe that relationship 
• If no - could you explain why not 
In what places and instances have you been able to live out this relationship? 
• School, sports teams, church, youth group, camp 
Are you able to bring your understanding of this relationship into your leadership role at 
camp? 
Do you use physical activities at the camp to teach Christian values? 
• If yes, how? 
• If no, why not? 
Will also help in answering 2a and 2b by creating a picture of each leader's values. 
Part 3 - Resources [lc] 
What resources do you get at OPC to complete the tasks that you are responsible for? 
• Human, financial, material 
Where do these resources come from? 
Are there any resources that the camp is not able to provide that you would find helpful? 
Can you think of any ways that any of these resources effect the relationship you create 
between physical activity and Christianity at camp? 
Part 4 - Rules [Id] 
What written rules do you follow in your job as a leader? 
• Which of these rules make your job easier? 
• Which of these rules make your job more challenging 
• Where did you learn about these rules 
o Inquire about specific positions of people, names not important 
What informal behavioural expectations do you follow? 
• Which of these expectations make your job easier? 
• Which of these expectations make your job more challenging 
• Where did you learn about these rules 
o Inquire about specific positions of people, names not important 
Can you think of any ways that any of these rules effect the relationship you create 
between physical activity and Christianity at camp? 
Part 5 - Values [le] 
What are the most important values stressed at OPC? 
• For the camp in general 
• Get 5 or 6 in order of importance 
Speaking from your position as a leader, what are the values you think are the most 
important? [also may inform 3a, 3b and 2b] 
• Similarities and differences 
Are there any other values or things that are important at OPC that you haven't 
mentioned already? [also may inform 3a, 3b] 
• Non-moral values 
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Part 6 - Vision and Value Congruence [2a, 2b] 
How do you decide what values to teach to those you lead? [2a] 
• Do you get help from other leaders? Specify position 
• Do you get direction from any of these people on how to approach a relationship 
between physical activity and Christianity? Specify position [also la] 
How do you transmit important values to those who you lead? [2a] 
How do you ensure that those you lead are competent? [2b] 
What do you do as a leader that is unique to you? Why? [2b] 
Part 7 - Leadership [3] 
What leadership characteristics do you think are the most important when you lead? [3a, 
3b] 
What personal values guide your behaviour when you lead others at OPC? [3a, 3b] 
• Specifically what kind of relationship do you have with them? 
o Professional, close, employer-employee 
What role do moral or ethical values play when you lead?[3a] 
How would you describe servant leadership? [3a] 
What qualities does a good servant leader have? [3a] 
Where did you first encounter the idea of servant leadership? Who did you learn it from? [3a, 
also may inform 2b] 
Are there other leadership qualities or specific styles you actively use as a leader? [3b] 
Wrap up Question 
The interview has covered two main topics, the relationship between physical activity 
and Christianity, and Leadership. In light of these two topics do you have any additional 
thoughts that you would like to add? 
APPENDIX D: AUTOBIOGRAPHY 
I see my life and my person represented in two parts, physical activity and faith. 
Most of what I do and who I am can be narrowed down to one or a combination of these 
two elements. 
At the age of 7 I first became acutely aware of sports when my brother and I were 
signed up to play hockey. I immediately fell in love with the game and as my mother 
often says, it was all downhill from there. After several years of playing hockey, I came 
to the realization that the exhilaration and excitement that I got from hockey could be 
duplicated in many other sports. The environment I lived in lent itself to my obsession 
with physical activity. Growing up I played in many formal leagues but I also played 
informally in the giant yard where my family lived. In addition to the acre of cleared 
land we had two acres of forest; at least four other neighbors had similar "play areas". I 
have played organized hockey, basketball, softball, football, track and field, badminton 
and ultimate Frisbee. Informally, I have tried most forms of physical activity and sport 
that I am aware of. I have coached basketball and badminton and since high school I 
have been teaching games to people of all ages. 
My love of physical activity came from my parents. In the summer, my brothers 
and I were not allowed to come inside to play unless it was raining, and even then we 
often would remain outside hoping that the rain would pass so that our baseball game 
could continue. In the winter, we would spend all day outside, playing in the snow and 
on the ice, coming in only to get dry mittens. My parents encouraged me, my brothers 
and my friends to have fun, and to enjoy our bodies and the outdoors. 
An understanding of my love for physical activities would not be complete 
without the wilderness. The house I grew up in was in the middle of a forest, so it 
became a part of my outdoors and physical activity experience. Every summer, my 
family would go camping. Our travels took us all over Canada and the United States. In 
the summers when we were not camping, we would spend our time at my Grandparent's 
house in White River, in the heart of Northern Ontario. My grandparents love of the 
outdoors translated into summers filled with swimming, fishing, canoeing, kayaking and 
playing in the wilderness. To this day my grandparent's house is one of my favourite 
places to visit. 
Today, I still embrace the outdoors. My oldest brother and I take a week or so 
every summer to go on a hike into one of the many provincial or national wilderness 
parks. I still try to make it back to my grandparents to spend some time with them and 
the outdoors. I have also had the opportunity to participate in, and now help lead an 
outdoor recreation course for Human Kinetics students here at the University of Windsor. 
When I am 'marooned' in the city I coach sports, I am a sports administrator, I watch 
sports on TV, I go to live sporting events and I play sports video games, My current 
involvement includes a plethora of activities including bike riding, basketball, badminton, 
ultimate Frisbee, football and hockey. Even as an "adult', though it is not general 
practice, I still love to play. I go to the park, an open field, the road and convince my 
friends to run around throwing balls, swinging on swings and just having fun. Physical 
activity has and will always be an all consuming part of my life. 
My faith has been a journey. I was brought up in a family that believed in God. I 
was baptized and went to church for most of my childhood. However, as I entered high 
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school, our family life and church life started to get more complicated. One of the results 
of these complications was that we did not go to church as often and soon we ceased 
going altogether. My parent's strong beliefs in right and wrong were rooted in Christian 
values and therefore, I continued to get very strong guidance in all that I did. However, I 
did not realize what was gone from my life until much later. As a child, attending church 
was what our family did and I accepted it as a part of our lives and it informed my 
decisions and values. However, the way that I see my faith now is drastically different 
from the way it existed for me as a child. I now understand why I do what is right and 
how it should be done; before it was simply a case of doing what I had learned was right. 
My last year of high school was the start of a major change in my spiritual life. A 
friend of mine opened my eyes (without knowing it) to God. I respected her a great deal 
for her strong Christian beliefs and I saw something that I was missing. For the first time 
in my life, I began to pray daily. It was not until a couple of years later, at her wedding, 
that I told her about the incredible impact she had on my life. After a year of university, I 
started to think that I should go back to church because prayer was not filling the void in 
my life. Just as God would have it, I met someone who invited me to go to church with 
them. As a result, I met a group of people who are now good friends of mine. This 
church that I first was invited to is now the church I attend every Sunday. Being able to 
go to church every Sunday really strengthened my faith, which has led me to get involved 
in more faith-based activities. Over the course of attaining my undergraduate degree, my 
faith had gone from a passing thought to the most important thing in my life; I attempt to 
involve God in everything that I do, everyday of my life. 
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This spiritual eye-opening that I have experienced has directed my major thoughts 
along two specific paths. I now spend a lot more time thinking and mulling over 
different philosophical, sociological and biblical ideas because I feel that it is my duty to 
try to figure out as much as I can about God's way and his world. This has also led me to 
taking philosophy classes because they require this same thought process. Philosophy 
has taught me how to think and has given even more ideas to ponder. I also started to 
engage my friends in philosophical discussions because I felt that it was important that 
everyone should spend time "thinking" about this world and how we lived our lives. 
Most of my friends were okay with this, as long as I did not tell them that we were having 
a philosophical discussion! 
The other direction that my thoughts have gone, is trying to determine how the 
two most important things in my life fit together. Physical activity and my faith often 
seem to be diametrically opposed. However, I determined that if I was able to connect 
the two most important things in my life, in a meaningful way, I could find fulfillment 
and direction. Therefore, I explored faith and physical activity in numerous 
undergraduate papers and tried to incorporate these ideas into whatever I could. The 
successes I have had with this approach have been with my involvement with youth 
through the church and now my thesis work. Several times I have taught games to 
church youth groups and this has led to other opportunities that I have yet to embrace 
(i.e., teaching physical activity in a Christian school). The biggest way that I have 
tackled the question of faith and physical activity is through an independent study I did as 
an undergraduate student and now my Master's thesis. Both studies involve an 
examination of the relationship people form between physical activity and Christianity. 
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I love God and I love physical activity, therefore, I want to find out for myself 
how I can combine these two loves in my life. The process of doing academic work on 
the subject allows me to examine this relationship very closely and also to involve myself 
with other people who may find this to be an important and interesting question in their 
lives. In my future, I hope to continue what I have started with physical activity -
teaching, playing, coaching and organizing. I hope to teach others to love physical 
activity as I do but also to help them understand how their faith can be an important part 
of that process. 
APPENDIX E 
ONTARIO PIONEER CAMP STATEMENT OF FAITH 
(DOCTRINAL CONVICTIONS) 
We believe in: 
The only true God, the almighty Creator of all things, 
existing eternally in three persons -
Father, Son, and Holy Spirit - full of love and glory. 
The unique divine inspiration, 
entire trustworthiness 
and authority of the Bible. 
The value and dignity of all people: 
created in God's image to live in love and holiness, 
but alienated from God and each other because of our sin and guilt, 
and justly subject to God's wrath. 
Jesus Christ, fully human and fully divine, 
who lived as a perfect example, 
who assumed the judgment due sinners by dying in our place, 
and who was bodily raised from the dead and ascended as Saviour and Lord. 
Justification by God's grace to all who repent 
and put their faith in Jesus Christ alone for salvation. 
The indwelling presence and transforming power of the Holy Spirit, 
who gives to all believers a new life and a new calling to obedient service. 
The unity of all believers in Jesus Christ, 
manifest in worshiping and witnessing churches 
making disciples throughout the world. 
The victorious reign and future personal return of Jesus Christ, 
who will judge all people with justice and mercy, 
giving over the unrepentant to eternal condemnation 
but receiving the redeemed into eternal life. 
To God be glory forever. ("Doctrinal Convictions", 2007) 
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